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People Strategy 2021-2026  
                          
Our People Strategy is about the Authority’s workforce. It explains what we will do to make 
sure that we have the skills, experience and knowledge to deliver high quality and efficient 
services. To attract and retain people with these abilities, we aim to ensure the Authority is 
a place where: 
 

• people aspire to work; 

• there is an opportunity to learn and develop; 

• achievements are acknowledged and recognised; and  

• the working environment is safe, healthy, diverse and engaging. 
 
Purpose 
 
The People Strategy outlines the strategic intention in the people management of the 
Authority, the role of the Senior Management Team (SMT), and Human Resources (HR) 
policies, practices and processes in supporting the delivery of the Authority’s priorities and 
objectives as set out in the Corporate Plan.  
 
This strategy describes the framework by which the Authority’s workforce will be planned, 
managed, supported, developed and evaluated.  It is concerned with medium to long-term 
workforce issues, and with matching resources to future need. 
 
It links in with the Authority’s Core Values, which can be found at Appendix A; in particular: 
 

• Valuing and empowering our people: We will value the people who work for us 
and will work to ensure that they are equipped and empowered to provide 
professional services to the public; and 
 

• Integrity: All our relationships will be built on honesty, transparency, equality and 
impartiality. 

 
Context 
 
It is said that any organisation’s greatest asset is its people. This is certainly the case at 
the Yorkshire Dales National Park Authority. The Authority currently has 25 Members and 
employs approximately 165 full and part-time, permanent and temporary, employees.  
 
There has been an increased requirement recently to employ temporary project officers to 
undertake work funded by external grants. This reflects the fact that continuing to achieve 
the Authority’s objectives depends increasingly on raising significant funding from sources 
other than our Government grant. 
 
We are also very fortunate to benefit from the work of around 250 Dales Volunteers. 
However, this strategy applies to Authority employees only: volunteers are covered by the 
separate Volunteer Strategy.   
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How will we deliver the People Strategy? 
 
Implementation of this strategy will be led by SMT with support from the Head of HR, other 
Section Heads, the Equality, Diversity & Inclusion Working Group, and the Health, Safety 
& Wellbeing Working Group.  
 
How will we measure our success? 
 
We will evaluate our success using a combination of organisational performance 
measures, management information, benchmarking, Investors in People (IIP) feedback, 
Customer Service Excellence assessment feedback, and internal survey results.  
 
We will conduct regular all-staff surveys to assess our improvement in areas that really 
matter to our workforce and to inform the actions we take. 
  
Our People Strategy is made up of four strategic aims 
 
These strategic aims describe what we are going to do to support the achievement of the 
vision, core values and objectives in the Authority’s Corporate Plan. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  

 

Attract, develop and 
retain a skilled and 
diverse workforce 

 

Align workforce 
behaviours with the 

Authority's vision, core 
values, objectives and 

targets 
 

 

Improve individual 
performance and 

workforce effectiveness 
 

 

Improve the health, 
safety and wellbeing of 

the workforce 

 

A cost effective, 
resourceful, talented and 

productive workforce 
delivering positive 

outcomes for the Yorkshire 
Dales and its communities 
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   1. Attract, develop and retain a skilled and diverse workforce 
 

 
Rationale 
 
The National Park Management Plan sets out a vision for the National Park with specific 
objectives for a range of local partners to achieve over the next five to ten years. The 
Authority’s Corporate Plan sets out those objectives for which the Authority is the lead or is 
providing significant support, together with some corporate organisational objectives for 
the next three years. Working collaboratively across organisational boundaries in networks 
and through partnerships is critical both now and for the future of the Authority.  
 
The changing nature of the Authority and its priorities will require changes in the 
workforce. These will include the number of people we employee and how we employee 
them, our working practices, the skills and competencies we need to be successful and 
sustainable and the systems and tools to enable the workforce to be both efficient and 
effective.   
 
Our People Strategy will therefore focus on initiatives that enable the Authority to continue 
to attract, develop and retain a workforce with the right skills and potential to lead and 
respond positively to change.  
 
We will achieve our aim by: 
 

• Building leadership capability, developing skills at all levels within the workforce and 
seeking ways to promoting a positive behavioural culture; 

• Incorporating more blended/home working arrangements, where relevant;  

• Developing a whole Authority approach to workforce planning; 

• Developing and implementing initiatives that enable us to build the skills we need 
for the future and create a more diverse workforce; 

• Continuing to deliver apprenticeships opportunities; 

• Recognising internal career development opportunities and minimising any loss of 
critical knowledge and skills; and 

• Developing our understanding of the capability and capacity of other National Park 
Authorities and other partner organisations, sharing best practice, learning from 
each other, and offering our support to others where we can. 

 
How will we know we’ve been successful? 
 

• Questions included in the all-staff survey to evaluate how employees feel about 
their role, making good use of their skills and experience; 

• Policies, procedures and tools in place to enable our managers to lead and develop 
their teams; 

• Improve our understanding of the scope and shape of the workforce and use this to 
acquire, deploy and develop resources effectively; 

• Monitor recruitment statistics; 

• Monitor turnover and take action to address any retention issues in context; 

• Have workforce plans in place at team, directorate and Authority level, 
demonstrating direct impact on business efficiency and effectiveness; and  

• Leaders can articulate any changes which result from external factors and the 
impact this has on the workforce. 
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   2. Align workforce behaviours with the Authority's vision, core values, objectives 
       and targets 
 

 
Rationale 
 
The public expect, and are entitled to, the highest standards of conduct from our workforce 
and to be treated with dignity and respect. The Authority has defined values and 
associated behaviours for our employees and Members that underpin the way in which 
relationships are developed with colleagues, partners, customers, clients and the wider 
Yorkshire Dales community, in order to achieve the Authority’s vision, objectives and 
targets. Strong leadership will be of critical importance in ensuring a positive organisational 
culture, with behaviours role-modelled throughout the Authority and leaders engaging 
effectively with the workforce. 
 
Setting clear expectations about behaviours, calling each other to account and 
constructively challenging inappropriate conduct is at the heart of ensuring a positive 
culture. This will improve employee engagement, deliver high performance and promote 
the Authority’s reputation in the community. 
 
We will achieve our aim by: 
 

• Developing leaders that role model the values and behaviours, and have the skills 
and confidence to engage with the workforce effectively; 

• Promoting a culture where there is co-ordinated and quality employee 
communication, engagement and feedback; 

• Aligning our behavioural framework with the values, and embedding this throughout 
the Authority; 

• Incorporating equality, diversity and inclusion into our work, and improving practice; 

• Reviewing our policies, systems and processes to ensure that they facilitate the 
desired behaviours; and 

• Developing a culture of personal accountability for outcomes and behaviours, and 
tackling issues through effective performance management. 

 
How will we know we’ve been successful? 
 

• Employees can provide feedback on role modelling of the values and behaviours, 
as evidenced through our IIP assessments and employee surveys; 

• Sustained improvement in practice when measured against the Customer Service 
Excellence assessment; 

• Employees feel they are treated with fairness and respect in their job. The results of 
the all-staff survey in 2017, which provide a benchmark, were: 

o My line manager applies personnel policies fairly to all staff (87% agree) 
o Staff treat each other with respect (72.7% agree); 

• Employees can articulate the Authority’s vision and values as evidenced through 
our IIP assessments; and 

• Sustained improvement in completion of mandatory and essential training. 
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   3. Improve individual performance and workforce effectiveness 
 

 
Rationale 
 
The Management Plan and Corporate Plan’s ambitious objectives, coupled with the 
commitment to work in partnership with many other organisations, will place demands on 
much of our workforce. It will be even more important that all employees are given the 
opportunities, tools, support and rewards to encourage them to achieve our objectives. We 
will also need to ensure we have the right structures, systems and performance 
management processes in place to enable and monitor effective delivery. 
 
We will achieve our aim by: 
 

• Developing our understanding of the profile of the workforce by improving access 
to, and the analysis of, workforce information, and using this to shape workforce 
planning and development decisions; 

• Improving performance management by reinvigorating the performance 
improvement management process, and improving the annual appraisal system; 

• Enhancing the confidence and capabilities of our managers; 

• Providing training and support for our managers when required to manage and co-
ordinate teams remotely; 

• Recognising and responding to the challenges and issues with a growth of 
home/blended working arrangements; 

• Encouraging ongoing staff engagement and team communications to promote 
collaboration across the Authority; 

• Developing the Authority’s employee recognition and reward practices and in 
particular, acknowledging discretionary effort and high performers; 

• Structuring work, building flexibility and resilience into our workforce systems, 
structures, processes, policies, contracts and roles; and 

• Developing our change management capability to improve how we prepare for, 
implement and successfully embed changes affecting people, systems, processes 
and structures. 

 
How will we know we’ve been successful? 
 

• Improved appraisal completion rates and performance ratings; 

• IIP assessment and internal survey feedback demonstrating improved employee 
feedback on the appraisal process; 

• There’s a good morale across the Authority. The results of the all-staff survey in 
2017, which provide a benchmark, were: 

o Staff morale in my team is good (70.8% agree) 
o Staff morale in the Authority as a whole is good (66.7% agree); 

• Improved quarterly workforce profiles published and reported to Finance and 
Resources Committee; 

• IIP accreditation level maintained or improved; and 

• IIP and internal survey feedback demonstrating positive employee experiences of 
change management. 
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   4. Improve the health, safety and wellbeing of the workforce 
 

 
Rationale 
 
A positive health, safety and wellbeing culture helps to ensure that risks are identified and 
managed, and incidents and injuries are minimised, and that the Authority complies with its 
legal obligations. It also contributes to employees feeling engaged and valued, spending 
more time at work and being more productive while working. 
 
Investing in employee wellbeing can have a positive impact on the Authority’s reputation 
which helps in recruitment and retention. 
 
We will achieve our aim by: 
 

• Putting effective health. safety and wellbeing governance in place, with visible, 
active leadership from senior managers; 

• Ensuring all employees understand their health and safety responsibilities and have 
the training, competence and equipment to carry out their role safely; 

• Identifying and quantifying risks and having plans in place to manage and mitigate 
these; 

• Protecting employees who are required to work with equipment that could be 
harmful to their health, safety and wellbeing; 

• Adopting a preventative approach to reducing sickness absence and proactively 
managing cases of ill health to keep individuals at work or facilitate a timelier return; 

• Embedding health, safety and wellbeing in organisational decisions when 
commissioning, procuring services and entering into partnerships;  

• Developing our workplace health programme to promote and improve individual 
wellbeing, to encourage personal responsibility and a mutually supportive 
environment for achieving this;  

• Promoting the support available to staff through the Mental Health First Aiders 
(MHFAs), Employee Assistance Programme (EAP), partnership with Able Futures, 
Wellness Action Plans (WAPs), HSE Stress Risk Assessment tool, etc.; and  

• Ensuring we receive a quality service from our occupational health provision, and 
employees are referred as appropriate due to their health and/or their role. 

 
How will we know we’ve been successful? 
 

• Appropriate health and safety risk assessments and associated improvement plans 
are in place at team, directorate and Authority level; 

• Number of working days lost due to sickness (per FTE) remains below 5 days; 

• Employees feel they work in a safe and healthy environment. The results of the all-
staff survey in 2017, which provide a benchmark, were: 

o My working conditions provide a safe environment in which to work (91.1% 
agree); 

• Employees feel the Authority is actively working to ensure their wellbeing is 
considered; 

• Sustained improvement in completion of mandatory and essential training; 

• There is a higher take-up of training and health prevention initiatives; and 

• The number of incidents and near misses is maintained at a very low level or 
reduces further still. 
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Summary 
 
This People Strategy: 
 
 
 
 
 
 
 
 
 
 

 
We anticipate more changes to public service delivery in National Parks in the next five 
years. The aims of the People Strategy are broad enough to provide the flexibility to cope 
with these changes while still delivering the Authority’s objectives. 
  

 

• aims to create a cost effective, resourceful, talented and productive 
workforce delivering positive outcomes for the Yorkshire Dales and its 
communities; and 
  

• focuses on attracting and retaining skilled employees, promoting 
behaviours based on our values, and improving our workforce’s health, 
safety, wellbeing and effectiveness. 
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Core Values and Behaviours  
 
Our six core values and behaviours (with examples provided below) underpin the way in which we will achieve our vision. 
 

 

Improvement 
We will continually strive to improve our performance in delivering National Park purposes.  
 

 

Too little 
 

Our way 
 

Too much 
 

Standards drift Shows enthusiasm and commitment to our 
vision, purposes and work  
 

New initiatives are pursued without 
appropriate authorisation 

Blocks initiatives Finds practical ways to overcome barriers, 
and adopts new practices to help get the job 
done   
 

Does not consider or question 
negative consequences before 
introducing new solutions or practices 

Opportunities go unrecognised and 
missed, there is a ‘we have always 
done it this way’ attitude 
 

Challenges ineffectiveness and generates 
new and imaginative solutions 

Initiates unrealistic or inappropriate 
projects or targets  

Work is skewed towards individual 
interests at the expense of Authority 
priorities 
 

Concentrates their resources on work 
priorities most important to the Authority 

Inflexible approach to any unforeseen 
work 

Uses outdated methods and practices Seeks to improve knowledge and expertise 
and applies good practice 

Learning and training take priority over 
getting the job done 
 

  

Appendix A 
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Accountability 
We will explain and take responsibility for our decisions and actions.  
 
 

Too little 
 

 

Our way 
 

Too much 

Skimps on key information, or 
presents information in a confusing 
way 

Presents clear, concise and accurate 
information in a way that promotes 
understanding  
 

Gives so much information that the 
salient points are lost – ie. can’t see 
wood for the trees 

Withholds information or sees 
information as power  

Shares what we know and respects the 
information we are given  

Passes on confidential information or 
contravenes GDPR 
 

No clear instructions/targets or letting 
poor performance go unchallenged 

Clearly agrees with others what is expected of 
them and holds them to account 
 

Micromanages 

Short cuts are taken, or options are 
chosen for cheapness rather than 
effectiveness 

Assesses risks and learns from their own and 
others’ mistakes; strives to do things in a safe 
way 
 

Overstates risks or safety issues; uses 
this as an excuse for inaction  

 

Commitment 
We will do what we say we will do.  
 

 

Too little 
 

 

Our way 
 

Too much 

Puts up barriers and does nothing or 
the bare minimum; blames other 
people rather than getting on with the 
job; talks around the problem rather 
than resolving 
 

Takes responsibility for making things happen 
by having a positive ‘can do’ attitude 

Promises things they cannot deliver  

Avoids hard decisions so issues get 
left unresolved    

Has the courage to take and implement difficult 
or unpopular decisions where necessary 
 

Controls others through fear or 
intimidation 
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Does not support, or ignores Authority 
policy; 
Persistently questions agreed policy 
and working practices 
 

Uses Authority policy in decision making and 
working practices  
 

Is inflexible; ignores the context of the 
issue 

Reluctant to set targets for own work 
or demonstrate whether targets have 
been met 

Knows what the Authority’s objectives are, and 
works hard to achieve them 

Pursues objectives or targets beyond 
the point where it is practical or cost-
effective to do so 
 

 

Integrity 
All our relationships will be built on honesty, transparency, equality and impartiality. 
 

 

Too little 
 

 

Our way 
 

Too much 

Ignores questions and others opinions Shows integrity and fairness in decision-making  
 

Involves too many people; 
unnecessarily delaying decision 
making  
 

Secretive or hidden agendas Ensures decision-making processes are clear 
and transparent  

The process becomes a means in 
itself 
 

Individuals or organisations are 
discriminated against  

Welcomes and respects diversity; 
demonstrates equality in working relationships 
 

Positively discriminates at the expense 
of individuals or organisations that are 
better suited 
 

 

Open and approachable 
We will work with others honestly and openly to achieve our objectives in ways that help them meet theirs. 
 

 

Too little 
 

 

Our way 
 

Too much 

Not prepared to compromise to get 
things done 

Co-operates with people and organisations to 
achieve our objectives and theirs 

Compromises so much that our 
organisational objectives are 
unrecognisable 
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Not willing to engage others or 
presents a personal view as that of 
the Authority 

Engages in discussion on an Authority view or 
policy internally; but presents unity of message 
externally 
 

Is unapproachable or officious  

Operates an ‘us and them’ culture Listens and considers other views  Excessively interacts and consults, 
impacting on effectiveness 
 

Doesn’t engage with local people or 
organisations, even where they are 
trying to support National Park 
purposes 
 

Encourages local people and businesses to 
help keep the National Park a thriving area, and 
celebrates their success 

Interferes unnecessarily, or tries to 
impose requirements that go beyond 
what is really necessary 

 

Valuing and empowering our people  
We will value the people who work for us and will work to ensure that they are equipped and empowered to provide professional 
services to the public.  
 

 

Too little 
 

 

Our way 
 

Too much 

Operates a blame culture  Takes decisions and solves problems within 
own area of responsibility  
 

Gets too involved in decisions outside 
their primary area of responsibility  

Suitable recognition is not given for 
significant contributions 

Recognises and celebrates the achievements 
and success of self and others 
 

Gives indiscriminate praise so it 
becomes meaningless   

Puts up barriers to volunteers 
contributing meaningfully to projects 
and programmes 

Values and encourages work carried out by 
volunteers  
 

Lets the demands of volunteers 
outweigh the operational needs of the 
organisation 
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