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YORKSHIRE DALES NATIONAL PARK AUTHORITY 

 
ITEM 8   

 
  
Committee: AUDIT AND REVIEW 
Date: 13 April 2021 
  
  
Report: PERFORMANCE REVIEW OF APPRENTICES PROGRAMME 

 

 
 
Purpose of the report 
 

1. To provide an assessment of the performance of the Authority’s work to support 
apprenticeships and to determine whether the programme should continue and in what 
form. 

 
 
RECOMMENDATION 

 
2. That Members consider the attached report and agree the recommendations for further 

improvements to the programme. 
 
 

Strategic Planning Framework 
 

3. The information and recommendations contained in this report are consistent with the 
Authority’s statutory purposes and its approved strategic planning framework: 

 
Corporate Plan objectives  
32: ‘By 2023 provide at least 20 apprenticeships that focus on the skills that are 
essential to maintaining the National Park’s special qualities’, with a specific action 
to review the Authority’s approach to apprenticeships. 

 
 
Background 

 
4. The number of apprentices within the Authority has been increasing over time.  Initially 

placed solely within the Ranger Team with funding from schemes managed by YDMT, 
significant increases in apprentice numbers followed the staff reorganisation in 2016 (4 
‘internal’ apprentices) and the commencement of the Westmorland Dales project in 
2019 (a dedicated team of 4 apprentices).  Because of the number of apprentices we 
are now hosting, it was agreed at the July 2020 meeting of this Committee that the 
programme should form the focus of a Member-led performance review to be 
undertaken in 2020/21. The particular areas identified for scrutiny were both linked to 
the value added by apprenticeships: 

 For the Authority: value of work undertaken, impact on working culture; 
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 For the Apprentices: value of training and work experience; impact on 
employability and job prospects.   

 
5. The review team comprised two Members appointed by this Committee, four Authority 

officers and two YDMT officers: 

 Richard Good - Member 

 Julie Hutton - Member 

 Jo Boulter - Dales & Fells Trainee Scheme Co-ordinator, YDMT 

 Isobel Hall - Programme Manager, YDMT 

 Alan Hulme - Head of Park Management 

 Miles Johnson - Senior Historic Environment Officer 

 Caroline Wragg - Legal Assistant & Administrative Officer 

 Richard Burnett - Director of Corporate Services 
 

6. The detailed questions addressed during the review, and the findings of the Review 
Team, are summarised in the Appendix; this is laid out in the established proforma 
arrangement used when reporting performance reviews.  Although many of the 

questions considered by the Review Team were of a nature that could be answered 
from internal sources, a major part of the feedback used to inform this report was 
obtained from a questionnaire completed by apprentices and their managers, the 
results from which are summarised in the Annex to the report. 

  
7. During the course of the review programme, a separate evaluation of the Westmorland 

Dales apprenticeships was undertaken, linked to the conditions attached to that 
project’s Heritage Lottery Funding.  A short film was produced, which communicates 
the enthusiasm those apprentices show for their apprenticeship, something which is 
difficult to get across in the more analytical assessment provided by this report; this 
film can be viewed at https://vimeo.com/518963773/6d987e7ada. 

 
 
Key Findings 
 
8. The key findings of the review are that: 

 The programme provides good value for money, particularly given the approach of 
obtaining more than half of the costs of our apprenticeships from externally-funded 
programmes; 

 Outcomes for the apprentices are generally very positive, in terms of their experience 
of the apprenticeship and future prospects; 

 Apprentices add value to the Authority, through helping to deliver work and their 
positive impact on the culture of the organisation; 

 The current number of apprenticeships is appropriate; given the scale of our current 
staffing structure there is limited capacity to host and manage a further increase in 
apprentice numbers. 

 

9. A small number of areas were identified where the programme could be further 
improved, in terms of enhancing the apprentices’ experience, programme development 
and evaluation; details of individual actions are included within the ‘Recommended 
Action Plan’ at paragraph 25 of the Appendix. 

https://vimeo.com/518963773/6d987e7ada
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10. Completion of these actions will not require additional resources, and they can be 

delivered as part of targets set for the appropriate officers in 2021/22. This includes 
some centralised actions, which will be delivered by the Authority’s HR section, and 
some that will fall to individual officers. 

 
 
Conclusions 
 
11. The Apprentices programme is operating satisfactorily and is on target to deliver the 

objective set in the Corporate Plan.  
 

12. One of the findings of the review is that our capacity for hosting apprenticeships, with 
reference to the amount of management time required, is limited and is already at an 
optimal level. The Area Ranger teams are an exception: having hosted apprentices for 
many years, the grant-funded programmes which supported those apprenticeships 
have now all ended. In the short term, this is not unhelpful, as the Rangers focus on 
the challenges which continue to be created by the Covid-19 pandemic. But longer 
term there is an aspiration to see a return of Ranger-hosted apprentices. Given the 
financial constraints facing the Authority, this can best be addressed as a subject or 
component of a future bid for external grant funding. 
 

 
Caroline Wragg 
Legal Assistant & Administrative Officer 
 
Richard Burnett 
Director of Corporate Services 

 
16 March 2021 
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PERFORMANCE REVIEW OF THE APPRENTICES PROGRAMME 
 
 
THE ISSUES 

 
What are the specific performance issues that the review has been set up to tackle? 

1. The focus of the review is the value added by apprenticeships from the point of view of 
the: 

 Authority (value of work undertaken; impact on working culture) 

 Apprentices (value of training and work experience; impact on employability and job 
prospects). 
 

2. In addition, it also provides an opportunity to review the objective of the programme, 
and in particular whether this is likely to be delivered the date set (2023). 
 

3. This review has been informed by responses to questionnaires issued to apprentices, 
their managers and team members, the results of which are summarised in the Annex.  

 
Why do the issues matter? 
 

4. We need to understand whether Apprenticeships: 

 are achieving our aspirations for apprentices (and to understand properly what 
those aspirations are). 

 represent good value for money, in terms of: 

o Direct and indirect (management time overhead) cost 

o Delivery; our Apprenticeships programme represents a significant use of 
resources, so we ned to understand whether it is being delivered in an 
efficient and effective way and whether the value added is sufficient to 
justify its continuation. 

 
 
CURRENT PERFORMANCE 
 
How is the service currently being delivered? 

5. At the point at which this review commenced, our Apprentices cohort was: 

 Four apprenticeships directly employed by the Authority (Historic Environment, 
Development Management, Communications and Land Management; currently, 
one vacancy). These apprenticeships form part of our ‘Volunteers & Apprentices’ 
programme. 

 One apprentice placed within the Ranger Team, under the Green Futures scheme 
in association with YDMT  

 A team of four apprentices, within the Westmorland Dales project. Thirteen 
apprentices will be employed during the 4-year life of this scheme (nine within the 
Ranger Team and four within other teams). 
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 Note that in recent years, the number of apprenticeships managed by the Ranger 
Teams has been higher, typically at around 4 each year. Those apprenticeships 
have been funded as part of other projects, most recently by the Ingleborough 
Dales Landscape Partnership and the Green Futures project which were both 
managed by YDMT but which have either ended or are about to end. 

 
6. We now operate two types of apprenticeships:  

 ‘Graduate’ – individuals already committed to a particular area of work.  Several of 
the ‘internal’ Authority-funded apprentices (within Communications, Archaeology, 
Wildlife Conservation) have joined having already gained degree or similar 
qualifications. These apprenticeships were originally conceived as school-leaver 
opportunities, but the specialist nature of the work (particularly in the conservation 
field) and the calibre of the applicants has meant that we were able to appoint at 
graduate or near graduate level; the specification for those apprentices has 
required particular tailoring, and more work than expected has been necessary in 
sourcing suitable qualifications. 

 ‘Traditional’ – aiming to give individuals with more limited direct experience or 
qualifications an opportunity.  To date, the Ranger-hosted roles have been of this 
type, as are the apprenticeships within the Westmorland Dales project. 
 

7. Line management of our three cohorts of apprentices (i.e. whether placed with the 
Ranger Team, the Westmorland Dales project, or other ‘corporate’ services like 
Communications and Development Management) is undertaken separately, with no 
centralised approach: 

 ‘corporate’ apprentices are managed by the officer responsible for the work area; 

 The Westmorland Dales apprentice team has a full-time manager (Belinda Lloyd); 

 Ranger apprentices are managed across the three Area Ranger Teams. 
  

8. Although the apprentices are not managed as a discrete team, prior to Covid-19 there 
was a movement across the Authority to encourage the ‘voice’ of younger employees 
to be heard, and to provide the opportunity for apprentices to share their experiences. 
This was led by a former apprentice (now an employee); progress in this area has 
since lapsed. 
 

9. Job opportunities: the apprenticeship positions don’t include a guaranteed job on 
completion, although a number of apprentices have successfully applied for advertised 
vacancies with the Authority after completing their apprenticeships. Of the apprentices 
completing their apprenticeships over the past three years, the majority have or will 
have progressed to other work, including six with the Authority or its partners, and with 
all of the current cohort of the Westmorland Dales apprentice team already having 
secured employment or a move into full-time (university) education; the dedicated 
Apprentice Team Manager within that project has been very active in supporting this 
progression.  
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What are we supposed to be achieving (i.e. what are our current objectives, targets, 
standards)? 

10. Objective 32 of the 2020/21 Corporate Plan states that ‘By 2023 provide at least 20 
apprenticeships that focus on the skills that are essential to maintaining the National 
Park’s special qualities’. For 2020/21, the Corporate Plan contained four actions 
relevant to this objective: 

 Review the Authority’s approach to apprenticeships 

 Support 2 ‘Green Futures’ Apprentices with the Ranger Service at Grassington and 
Hawes 

 Support and develop 4 ‘corporate’ apprentices, including recruitment of new wildlife 
and Development Management apprentices’ 

 Support the 4 Countryside Worker Apprentices and appoint a new Heritage 
Apprentice through the Westmorland Dales Landscape Partnership. 

 

What are we actually achieving? 
 
11. Recruitment of apprentices has been successful throughout the programme, with a 

number of applications for each advertised role.  Applications are received from people 
living both within and outside the National Park, but the diversity of applicants is 
limited.  

 
12. The diversity question is hard to address because some of the causes of a lack of 

diversity within the Authority’s wider staff population are exacerbated in the case of 
apprenticeships; in particular, our local communities are less diverse than those of the 
UK as a whole, but the level of (national) apprentice allowance is probably too low to 
cover the travel costs for an apprentice commuting from a region with a more diverse 
community. This question is something we will look at outside the apprentice question, 
in the context of the whole staff cohort. 
 

13. The advantages of the programme were identified as follows: 
 

For the Authority: 

 Apprentices represent good value, even considering the additional costs and 
time involved.  Examples of some of the work that Apprentices have undertaken 
or have contributed in the Park to are listed below. The ‘internal’ apprentices 
contribute directly to a range of work streams, including (for example) social 
media development; maintaining the Historic Environment Record, Development 
Management administration, and Biodiversity projects. 

 In line with our current general policy approach (attracting younger people to live 
and work in the Park), it is seen as important to give young people opportunities. 

 Broader advantages, of educating young people and giving them the opportunity 
to work in the Dales landscape. The Corporate Objective for apprentices 
includes a requirement to focus on skills that are essential for maintaining the 
Park’s special qualities: field-based apprenticeships cover a wide range of such 
land management skills, and those apprentices placed with particular services 
learn and develop specialist skills relevant to those areas. 
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 A ‘development benefit’ to officers responsible for managing apprentices; also a 
hard-to-quantify beneficial effect on team working, through the injection of new 
enthusiasms and ideas. 

 An opportunity to teach young people about the Park, thereby contributing 
towards getting the Authority’s messages across to a younger audience. 

 
One potential disadvantage was noted, in that officers might feel that their jobs could 
be threatened if apprentices were allocated to their area of work, especially in a 
situation where staff cuts are required. This situation hasn’t arisen and is probably 
very unlikely to (given that considerable staff time is necessary to support 
apprenticeships), but such concerns would be taken into account should cuts ever be 
necessary. 

 
For Apprentices: 

 Learning and developing whilst going through the programme 

 Gain recognised qualifications and study support 

 Advantage when applying for jobs, even in different areas of work, as local 
employers know apprentices have been well trained, and the link with a National 
Park Authority is seen as a positive.  

 Gain life experience 

 Gain an understanding of the Park 

 Gain benefit from the apprentice opportunity if they don’t have any, or have few, 
academic qualifications: an alternative career route to University. As apprentices 
are paid an allowance from Day 1 and don’t incur course fees, they don’t end up 
with an interest-bearing student loan debt, which can now be very considerable 
(typical debt levels may exceed £50k for a three year course). 

 
For the community (delivering objectives and actions across the Park) – examples of 

work completed by apprentices include: 

 Westmorland Dales: works to erect fencing around a dangerous gulley at Tebay 
churchyard; surveying, installing tree cages and tree planting for Crosby 
Ravensworth Tree Project. Activity has been delivered by working alongside a 
number of partner organisations including the Woodland Trust, Cumbria Wildlife 
Trust, Friends of the Lake District and local Rivers Trust. Feedback includes 
letters of thanks from local residents. 

 Rights of way and various other works within communities, delivered alongside 
the Ranger Team. 

 The Land Management Apprentice has led work parties, volunteers and Young 
Rangers as part of Malham Peregrine Watch, Riverfly surveys with angling 
clubs, Parish Wildlife Project, etc.; very positive feedback from Friends of Grass 
Wood. 

 Community archaeology survey projects, the Bainbridge test-pitting project, 
Every Barn Tells a Story and Dairy Days.  Again, positive feedback from 
residents and other stakeholders. 
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14. Each apprentice works to a qualification appropriate to their placement. Current 
examples are NVQ Level 4 Historic Environment Advice Assistant, Level 2 NVQ in 
Environmental Conservation, and various specific practical courses (e.g. chainsaw, 
pesticide theory, first aid).  

 

How much is it costing? 

 
15. Cost of recruiting, salary, funding received, overheads: 

 ‘Internal apprentices’ – Estimated ‘allowance’ cost of £15.5k per apprentice per 
annum, excluding management time. This cost is incurred directly by the Authority 
(so currently circa £62k pa), with an inferred cost in management time of up to 
£6.5k per apprentice (see below), bringing the unit cost to £22k, or £88k pa for the 
current cohort of 4 internal apprentices. This is below the unit cost for an equivalent 
permanent staff member (for whom management time / cost would also be 
incurred), although once the time-release factor (for qualifications etc.) is taken into 
account, costs are not dissimilar to those for a band F post. 

 Westmorland Dales apprentices – these posts are largely covered by external 
funding (Heritage Lottery Fund), and the programme includes the cost of a full-time 
manager. The direct cost of that manager gives an indication of the likely cost 
(approximately £6.5k per apprentice for this project) of management time for other 
apprenticeships (see above), where the management role is ‘absorbed’ into the 
workload of each particular manager. 

 
16. Training / qualification costs are drawn down from Apprenticeship Levy funds by the 

training provider.  The Levy covers the majority of the training costs with any balance 
being charged to the Authority. 

 
17. Apprentice study time and Authority management time vary depending on the role, the 

individual apprentice, the qualification they are working towards and the management 
arrangement. 

 
18. Over the past five years, four apprentices failed to complete their apprenticeship, all 

dropping out within the first year. Were the apprenticeship qualification seen to be the 
only goal, then this equates to an estimated maximum cost of £35k, plus management 
time. However, the apprentices will have carried out useful work for the Authority up to 
the point at which they left, and it is also the case that a proportion of this ‘lost 
investment’ has been covered by externally-funded projects, such that the direct loss 
to the Authority was no more than £8k. 

 
 
THE EVALUATION 
 

How do our current costs and performance compare to other bodies (NPAs and/or 
other bodies providing the same type of service)? 

 
19. Our most directly-comparable regional provider of apprenticeships is North York Moors 

NPA, which is seen as an exemplar for such activity. The main features of its 
apprentice programme are as follows. 
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 An apprentice-related business objective to increase the skill level of local young 
people to aid the local area;  

 Dedicated office-based and Development Management apprentice positions (2 year 
placements).  They also provide a tourism apprentice based in their Visitor Centre, 
but find this difficult to recruit to, due to location.  These apprentices are managed 
by their team leaders. 

 Also offer practical apprenticeships within their Ranger team – one year placements 
(level 2 training) within a team of 4 with a dedicated supervisor, who deals with all 
administrative tasks and practical training.  Approximately 50% progress to a 
second year (level 4 training). Note that NYMNPA has a considerable landholding 
estate, and is able to deploy apprentices to manage those holdings. 

 Doesn’t offer a job on completion, but does try to help apprentices to find work in 
the local area, by assisting with CV and interview preparation 

 Apprentices attend careers events and secondary schools, alongside a staff 
member, to talk about their experiences and the opportunities that are available. 

 Costs (for allowances and training) are comparable to those for YDNPA, as these 
are set at national rates. Training costs are dependent on the particular 
qualifications being pursued by each apprentice, with the main part of such costs 
being recovered via the Apprenticeship Levy process). 

 
 

Are the current objectives realistic given the current priority of the programme and 
any funding decisions already taken? 

 
20. The current objective is achievable and the number of apprentices within the Authority 

is considered to be sufficient and appropriate at this time, when considering the 
number of staff and managers. For most apprenticeships (where a dedicated manager 
isn’t provided), management time has to be accommodated within a managers existing 
workload, and this limits capacity to host more apprentices. 
 
 

What are the potential options for alternative ways of delivering the service to 
improve value for money - given the current priority of the programme and any 
funding decisions already taken? 

 
21. The view of the review group was that the current approach is broadly right, and that 

the differing approaches to hosting apprentices (our three separate cohorts) was a 
more appropriate ‘tailored’ response, compared to a ‘one size fits all’ solution. A 
number of alternative approaches / options for delivery was considered, some of which 
have led to developing certain recommended actions. These options were: 

 Having a more standardised programme, with a group induction for all 

apprentices to encourage a sense of an apprentice community.  This could cover 
general training and life skills (e.g. Authority background, First Aid). As mentioned, 
this approach was not a preferred option in terms of managing a ‘whole Authority’ 
apprentice team (because our current practice of embedding apprentices in 
programme teams works well), though there could be benefits in some aspects of a 
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collective approach to all apprenticeships, for example in induction and 
communication. 

 Apprenticeship opportunities offered to for existing staff. Apprenticeship can be 

provided at various levels, from entry level (level 2) through to a Master’s degree 
(level 7) in a variety of areas. This option doesn’t meet our current objectives for 
apprentices, which are described in paragraph 10 of this Appendix. Training and 
development opportunities will continue to be offered to officers in line with our 
People Management Strategy.  

 Open University. Currently developing their apprenticeship study offering, 

comprising three apprenticeship products, based on a course lasting 3 to 4 years. 
This duration is currently outside the scope of our apprenticeship programme, but 
could be considered in the future if a specific need or opportunity was identified. 

 Bursaries Rather than an apprenticeship allowance, a fixed term bursary could be 

offered (typically 1 year); trainees are self-employed and tax exempt due to the 
‘training’ status of a bursary. This approach can be cheaper for an employer, 
because no National Insurance Contributions are paid (a bursary is effectively a 
grant, rather than a taxable allowance / salary), and the bursary sum is not fixed to 
national apprenticeship minimum allowance rates. But it can create disadvantages 
for a trainee, in that there is no state pension accrual, sick pay or leave allowance 
during the period of the traineeship (for an apprenticeship, these are standard). 
Setting up a bursary is relatively complex, involving as it does agreement with 
HMRC, and is likely to require that the bursary recipient doesn’t undertake work 
which would be regarded as paid, but rather they operate as a student throughout 
their tenure (though they can undertake work experience); this is at odds with our 
current approach, where apprentices help to deliver our work actions. 

 Our Bright Future 

This scheme  is operated by The Wildlife Trusts and offers environmental 
apprenticeship programmes for young people up to age 24 via the Tomorrow’s 
Natural Leaders scheme.  The current Green Futures programme is part of Our 
Bright Future and is delivered by The Yorkshire Wildlife Trust, so this is an 
alternative that could be considered in the future. 

 Kickstart Scheme. Individuals are eligible to take part if aged16-24 and in receipt 

of Universal Credit; employer applications to take part in the scheme must be for a 
minimum of 30 placements and would therefore require partnerships. Duration of 
the scheme is short-lived, and the assumption is that participants would go on to 
full-time employment, although this is not a requirement of participating in the 
scheme, so it is likely that many Kickstart placements will be short term. Whilst 
Kickstart will provide some work experience, this will not be of the standard and 
duration offered by apprenticeships. 

 Developing Conservation trainees. YDMT already provides these for other bodies, 

but so far has only been involved with ranger trainees / apprenticeships for the 
Authority. This opportunity could be developed as part of a suitable future external 
funding bid. 

 Providing additional general ‘life skills’ content for apprentices (e.g. money 

management; employers expectations about work etc.) or general overviews of the 
Authority’s work.  
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 Contact with local schools. This aspect could be developed further, but needs to 

be proportionate: we are unlikely to be able to host significant numbers of additional 
apprenticeships, so whilst contact with schools is useful, a more widespread 
campaign could raise hopes unjustifiably. We don’t currently have any difficulty in 
recruiting to the apprentice vacancies that we advertise. 

But we do already have some activity of this type: Authority staff (including Belinda 
Lloyd, the Apprentice Team manager working for the Westmorland Dales project) 
have visited schools to promote apprenticeships and working for the Authority.   

 The programme could be expanded in future if future funding bids provide the 

opportunity and are accompanied by funded management time. Currently, we have 
a dedicated cohort of Ranger-type apprentices within the Westmorland Dales 
project, but the three Area Ranger teams are no longer hosting apprentices, 
something which had been a feature up until this year, with funding being provided 
through the Ingleborough Dales project and the Green Futures project (both of 
which were developed and managed by YDMT). The immediate situation for the 
Ranger teams is that a short gap in hosting apprentices would be appropriate, 
because of the difficulties and additional pressures on workload linked to the Covid-
19 pandemic, but medium term, a return to hosting is an aspiration; given financial 
constraints, this is most likely to happen if external funding becomes available.  
 
 

Are there any other options (e.g. ending the service, reducing quality etc.)? 

 
22. The service is partly a component of the Authority’s ‘Volunteers and Apprentices’ 

programme, which is ranked as an ‘Adequate’ programme, for which the service will be 
maintained at current levels but not expanded, in line with Members’ current priorities. 
But it is important to appreciate that apprenticeships are also integral to a number of 
other programmes. 
 

23.  The main Apprenticeships programme is judged to be running at near optimal level 
(and at current capacity), and is largely delivering our aspirations for it. Cutting back on 
the scale of the programme is always a possibility, but the risk would be a loss of 
critical mass and a reduction in the cultural benefit to the organisation, of employing 
too few apprentices and offering too few opportunities for young people to engage in 
the work of the Authority. The option to reduce quality would not be a practical one, 
because apprenticeship allowances are fixed at a national rate, and because most of 
the qualification ‘training’ costs are picked up by training providers (and recouped by 
them through the Apprenticeship Levy system). 
 

24. One option would be to design a model which would enable apprentices to progress to 
more directly to permanent jobs with the Authority.  Currently, most apprentices are 
working in parts of the Authority which have a particularly low turnover (though the 
wider context is that staff turnover within the Authority is generally very low). However, 
Authority policy is to recruit the best person for every vacancy - in line with ‘Best Value’ 
principles - rather than favouring internal candidates; but that doesn’t mean that 
apprentices can’t be successful in applying to work for the Authority, and we currently 
have seven employees who have taken that route. 
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FUTURE ACTION 
 
Recommended action plan 
 

25. The overall conclusion of the review is that the Apprenticeship programme is operating 
satisfactorily, and is being delivered at a scale that is optimal for the Authority, 
particularly in relation to management time available to support apprentices. The 
review identified a number of actions that could fine-tune our delivery of 
apprenticeships and improve the experience for apprentices: 

 

 Improving the apprentices’ experience: 

o Induction: develop an apprentice-specific programme, so that regardless of their 
work area, all our apprentices have a common knowledge of certain key areas. 
This would include National Park-related information, but could also cover some 
of the key basic skills (for example, personal financial management) that are 
likely to be of common value to all apprentices (this would mirror – or develop – 
the approach currently adopted by YDMT for the apprenticeships they are 
involved with). 

o Broadening the experience: investigate whether other sections are interested in 
spending time with an apprentice who is otherwise hosted elsewhere in the 
Authority.  

o Re-invigorate the process where all apprentices meet together, to allow them to 
share experiences and discuss common issues. 

o Once the apprenticeship has started, continue to monitor that qualifications are 
suitable for the nature of the apprentices’ work and that the apprentice is being 
supplied with adequate contact and support from the training provider. 

o Improve the support for progression after the apprenticeship ends, by providing 
more regularised assistance with job hunting or the move into higher education.  

 

 Programme development: 

o When developing a new apprentice role, consider the type of person that would 
suit that particular role (e.g. existing skills, experience and qualifications), and 
tailor and then advertise the apprenticeship accordingly. 

o Future apprentices don’t always have to be within the same sections/ 
programmes as are currently hosting them: investigate if any other services are 
interested in taking on an apprentice. 

o Use knowledge and experience from YDMT/Westmorland Dales when creating 
schemes and submitting external funding bids; longer term, consider such a bid 
to support new placements in the Area Ranger teams or to develop an 
opportunity for conservation trainees. 

o Hold regular meetings for managers to discuss their experiences of managing 
apprentices. 

 

 Evaluation: 
Introduce a system of evaluation to monitor the results of the programme more 
thoroughly, and to help to identify future objectives and opportunities:  
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o Evaluate apprentices as they work through the programme, and also at the end 
of the programme, to find out their views on the programme and their training.   

o Maintain a record of where apprentices move on to and, if possible, keep in 
touch after they leave the Authority. This would help us to gauge the long –term 
success of this aspect of the programme. 

o Monitor how managers and teams are affected by having an apprentice within 
their team 

o Consider improving the press / social media coverage of apprentices-related 
stories. Coverage has been good but patchy (recently, focussing on the 
Westmorland Dales project apprentices); enhancing coverage would better 
promote apprenticeship opportunities and would also contribute to a wider 
understanding of the Authority’s involvement. 

 

Future funding/resourcing implications 
 
26. The programme is currently operating at an appropriate scale, and no budgetary 

changes are proposed. 
  

27. Longer term, if an external funding bid were to be developed which incorporated the 
provision of future apprenticeships (e.g. for placement in the Area Ranger teams), it is 
likely that match funding would need to be provided. This will be considered as and 
when a project is proposed, within which it would be advisable to include an allowance 
for dedicated management time, based on our recent experience of the advantages of 
having such a resource (i.e. the Westmorland Dales project). 

 

Timetable for implementation.   

28. The items identified in the action plan will be allocated to named individuals and teams, 
and will be incorporated into personal objectives and/or the 2021/22 (Corporate) Action 
Plan. A number of the actions are of a co-ordinating nature, and this role will be picked 
up by the Authority’s Human Resources section.  
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Annex 
Summary of Questionnaire Responses 

 
Questionnaires were sent to six apprentices, nine managers and seven team members; all 
responded and the following is a summary of their responses. 
 
1. Authority 

 
1.1 Recruitment & retention 
 

There are currently no recruitment or retention difficulties within the Authority. Historically, 
Development Management has been a challenging area to recruit to (though only at the 
level of professional planners), but a recent vacancy attracted a good level of high-quality 
candidates. 

 
Age profile within Authority: 79% of Authority staff are aged between 35 to 64, with a 
similar breakdown across different teams.  There is no urgent requirement for succession 
planning due to age profiles, but there may be a future requirement for certain skills. 

 
Impact of apprentices on diversity of workforce: apprentices are younger, but the ethnic 
diversity of applicants is limited. 
 
1.2 Value for money 
 

Cost of recruiting, salary, funding received, overheads: 

 ‘Internal apprentices’ – Estimated cost of £15.5k per apprentice per annum, 
excluding management time 

 Westmorland Dales apprentices – Estimated cost of £6.5K per apprentice per 
annum, after grant funding deducted from cost 

 
Training costs  
The authority is registered on the Government’s Apprenticeship Levy programme. New 
apprentices are registered with the Authority as the employer and with the relevant 
training provider. The costs of training are drawn down from our allocated Apprenticeship 
Levy funds by the training provider (e.g. Baltic Training, Askham Bryan College). Any 
costs that aren’t covered by the levy are payable by the Authority, although the majority of 
such costs are covered by the levy. 
 
Apprentices’ study time 

 Within Park Services, apprentices typically complete eight residential blocks of 
training of up to 2-3 days each, in addition to specific task training during their 
working day. 

 Westmorland Dales apprentices have a six weekly 3-day block in college every six 
weeks, a two week block to complete a business module and then attend training 
for two days per month to gain practical qualifications. 

 Office based apprentices typically require one day each week, dependent on the 
qualification, with additional blocks of approximately three days per month to attend 
college.  If required they may also need to attend ‘land management skills’ training 
courses. 
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Management and staff time required to induct and train apprentices. 

 Communications: 5 hours per week management time. 

 Historic Environment: approximately 20 hours to induct, team member uses 50% of 
time during first week to train, this then reduces to one hour per week management 
time plus training as and when required. 

 Park Services:  1-2 week induction (may be gradual over a few weeks), ongoing 
management of three days per month and additional eight days per year to meet 
with scheme partners.  The apprentices are also supervised on a constant basis 
while working, with training carried out as and when required (estimated at 30 
minutes per day, reducing rapidly).  One day per month spent mentoring. 

 Development Management: three-hour initial induction and then ongoing 
supervision of 1-2 hours per week; initially, two weeks of constant one to one 
training.  Ongoing training for six months.   

 Westmorland Dales apprentices: full-time dedicated supervisor, so minimal 
Authority (other) staff time is required. 

 Wildlife Conservation: three-day induction, followed by one day per week (reducing 
to half a day per week). 

 
Value added by apprentices (examples) 

 Communications: apprentices have developed a communications plan to support 
the Cheese and Dark Skies Festivals and devised consumer facing surveys. If 
apprentice falls behind with their assessment work (and has therefore not gained 
the required skills) this can be a problem. 

 Historic Environment: apprentice runs social media feeds, advertises local group 
events and writes regular blog articles - this work would take a staff member 1-2 
days per week to complete.  Apprentice also helps deliver training, undertakes barn 
surveys/assessments and assists with delivery of community archaeology projects. 

 Park Management: apprentices may make tasks quicker to complete, but may also 
slow the task down due to training, or ability due to young age, or interest.  
Examples of work completed: public right of way and Authority property 
maintenance, bridge building, dry stone walling, wheelbarrowing aggregate. 

 Development Management: apprentice takes on tasks, thereby saving differing 
amounts of staff time; good help by amending plans, helping to set up Discharge of 
Conditions applications, answering the phone and taking messages.  Considered 
unsatisfactory that apprentices then move on, having been trained (though this is 
unavoidable). 

 Westmorland Dales: apprentices have completed many tasks including felling task 
for Cumbria Wildlife Trust, scrub clearance to restore limestone grassland, helped 
resurface bridleways and byways with Park Rangers (no volunteers were allowed 
re Covid), barn and archaeology surveys, producing heritage records. 

 Wildlife Conservation: apprentices have been a great help with GIS, producing 
woodland management plans and have carried out a lot of work for the farm 
advisory team.  The current apprentice has led several initiatives e.g. biosecurity, 
Riverfly survey, and is drafting a LNR Management Plan. 

 
Costs of apprentices who have dropped-out 

 4 apprentices have dropped-out during the past 5 years.  Two were funded as part 
of the Green Futures Scheme, one was funded as part of the Stories in Stone 
Scheme and 1 was an Authority funded apprentice (Communications).  All dropped 
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out within the first year, but only one was a direct cost to the Authority (circa £8k 
plus management time).  

 
1.3 Defra and Authority obligations 

 
The only obligation the Authority has is the one created via the Management Plan 
and which is then captured within the annual (Corporate) Action Plan.  We are 
currently on track to meet the targets set in the latter. 

 
1.4 Effect apprenticeship programme has on Authority staff 
 
Skills gained from managing apprentices: 
A useful experience of engaging with an under-represented group in the Authority, both 
directly and via careers fairs etc.  Developing communication, delegation skills and 
patience when managing and working with a younger age group. Being challenged by 
new ideas, understanding and helping apprentices overcome the problems that young 
people face.  Understanding NVQ system and dealing with colleges. 

 
Is managing apprentices a good use of time? 
The majority of the managers who responded to this question said it was a good use of 
their time and the team members’ responses mirrored this. Feedback highlighted that 
success is dependent on having the right calibre of apprentice. 

 

 Positive responses included: completing more work; the satisfaction of watching an 
apprentice develop; ex-apprentices returning to work for the Authority; giving an 
individual a useful life experience and promoting the countryside and heritage; 
acquiring fresh perspectives that young people offer. 

 Negative responses included: making sure that apprentices do not impact on the 
ability of staff to complete their allotted actions, and ensuring apprentices are 
placed within suitable teams. 

 
Effect on team dynamics 

 Positive responses included: younger team members bring energy and enthusiasm 
to the team; it’s useful to have an extra person in the team to help with fluctuating 
workloads; boost to team morale and bring creative thinking and new ideas; staff 
feel positive about being able to train and mentor apprentices, and to question their 
own practices and make improvements. 

 Negative responses included: if an unsuitable apprentice is recruited, it causes 
problems within the team and makes managing the team difficult, with staff feeling 
burdened having to work with them; not having a dedicated supervisor means that 
Authority staff have to find time to provide support; there is a need to ensure that 
tasks completed by apprentices are at a suitable level for their experience. 

 
2. Apprentices 

 
2.1 Recruitment 

 
Fourteen apprenticeships were made available during last four years.  There have been 
no specific recruitment difficulties and the number of applicants has varied, with the last 
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advertisement receiving 48 applications (the highest number of applicants during the last 
five years) from both within and outside the Park. 

 
Comments from current apprentices on roles advertised: 

 Positive – opportunity to gain experience in conservation and practical experience 
working outdoors within a team. 

 Negative – the low salary makes it difficult to afford to live in the area. 
 

A comment was made that apprenticeships are often aimed at school leavers, but they 
can be a good opportunity for a career change. 

 
Number that didn’t complete their apprenticeship: three apprentices resigned, one due to 
finding alternative employment (their work within the Authority helped their success) and 
two due to ill health, with one of these also returning to full time education.   
 
The Authority does not keep records of the type of role that apprentices progress to after 
successfully completing their apprenticeships. 
 
2.2  Job satisfaction 

 
Training and support 
All of the current apprentices responded that they are happy with the training and support 
they receive. 

 
Job role 
The apprentices all reported that their role was as they had expected.   

 Positive responses included the impact their work has on the environment/climate 
change, the diversity of the work and the satisfaction of completing a task. 

 One apprentice mentioned that they would like the opportunity to shadow other 
teams within the Authority. 

 
Team working 
All of the apprentices enjoy working within their teams and feel supported by the other 
team members. 
 
2.3  Qualifications 

 

 Current apprentices are working towards qualifications including NVQ Level 4 – 
Historic Environment Advice Assistant, Level 2 NVQ in Environmental 
Conservation and various ‘tickets’ (e.g. chainsaw, pesticide theory, first aid).  
 

 Apprentices have found suitable qualifications, but two reported that they were 
disappointed not to be able to gain the ‘trailer’ certificate, due to the cost. 

 

 The apprentices are happy with the support they receive from their managers. 
 
2.4  Career progression 

  
The current apprentices all plan to stay working within the same sector in the future, but 
none had in mind any specific career progression within the Authority. 


