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YORKSHIRE DALES NATIONAL PARK AUTHORITY ITEM 8  

Date: 14 December 2021 

Report: VOLUNTEERING STRATEGY (2022-26) 

Purpose of the Report 

1. To agree the revised Volunteering Strategy (2022-2026).

RECOMMENDATION 

2. That Members:

a. note the progress made in implementing the 2016 Volunteering Strategy;

b. agree the revised Volunteering Strategy and action plan in the Annex, subject to
any comments Members may wish to make at the meeting.

Strategic Planning Framework 

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

 National Park Management Plan objectives:

B7: Give people from all backgrounds an opportunity to enjoy and make a difference 
to the National Park by providing at least 7,000 volunteer days per year, with 15% of 
individuals coming from under-represented groups. 

Background 

4. The Volunteering Strategy sets out the Authority’s approach to volunteering on a range

of programmes and projects on which we lead or support.  It builds on the previous

Volunteering Strategy, adopted in 2016. The strategy provides direction and the

framework for the volunteer programme and supports a dedicated network of

committed people (The Dales Volunteers) who contribute across the range of the

Authority’s work.

5. In 2017, an analysis of the Dales Volunteers structure identified that the minimum

number of days’ commitment and the single entry route (doing ranger-led practical

conservation tasks) were barriers to entry for some people. As a result, a role-based

system was introduced to try to increase the opportunities for a more diverse range of

https://www.yorkshiredales.org.uk/wp-content/uploads/sites/13/2021/12/Doc11NPA27sep16Item12Vols-strategy.pdf
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people to become Dales Volunteers. However, this was still based around the 

Authority’s own needs involving relevant skills, experience, location etc. As part of this 

exercise we also established a waiting list and a clear hierarchy for advertising roles. 

6. In 2018, we moved to an online volunteer management system. This means all

volunteer records are now accessible and managed online.

Consideration 

7. The revised Strategy sets out how the Authority will deliver its commitment to provide

at least 7000 volunteer days a year with 15% of individuals coming from under-

represented groups. Through our actions, volunteer numbers and the days they

contributed remained constant, at least up to the Covid period; all targets for each year

between 2016 and 2020, were achieved.  However, we have consistently struggled to

meet the 15% target from underrepresented groups.

8. The revised Strategy proposes new actions to enable us to concentrate resource on

trying to deliver this aspect of the target. In 2020, the number of volunteers from under

represented group represented 12% of the total. It is expected to be below this figure

for 2021. Part of the reason for this is that there is a gap in our volunteering ‘pathway’

between the ages of 16 and 18 in particular, and up to the age of 30 more generally.

Through consolidation work over the last 5 years, the lessons learned from Generation

Green and the revision and re-fresh of the Engagement and Education strategy (with a

greater focus on our volunteer offer on underrepresented groups, in particular young

people) we believe we can address this shortcoming.

9. The strategy has been developed with a pragmatic approach to the constraints and

issues required to meet our targets, including resources.  The strategy assumes the

continuation of the Authority’s existing resources. As with any other area of work, the

strategy would have to be revisited if this was to change significantly.

10. The delivery of this strategy is based on two new themes:

 Volunteering for everyone (with a focus on young people)

 More skills for all (including volunteer leadership)

11. In addition, the aims identified in the 2016 strategy remain valid:

 Fully integrate volunteers into the whole organisational structure

 Better involve volunteers across more areas of the Authority’s work

 Further develop volunteering in existing fields of work

 Development of innovative and flexible approaches to volunteering
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Conclusion 

12. The range of Volunteer roles will continue to be developed; we offer more opportunities

to more people than we did in 2016. These opportunities are more flexible and continue

to evolve to meet the needs of the Authority whilst appealing to a broader and more

diverse demographic of volunteer. Retention of volunteers has remained steady and

the satisfaction levels of volunteers have remained high throughout this period of

change.

13. It is important to note that whilst we have gone a long way to ‘achieving’ the goals in

the 2016 strategic goals, they remain valid.  They were, and will continue to be, the

core principles on which the volunteering team operate.

14. Through the National Park Management Plan, the Authority is committed to supporting

the specific objective relating to volunteering. The Volunteering Strategy sets out what

the Authority needs do to achieve this objective. It builds on the success of previous

strategies in achieving 7000 volunteer days a year, but proposes to focus our

resources on reaching those underserved by our current offer. Doing so will help the

Authority to engage with a greater diversity of people, bringing benefits to the Authority,

the volunteers and the National Park.

Sally Robertshaw  
Volunteers Development Officer 

25 November 2021 

Background documents 
None 
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Annex 

Volunteering Strategy 
(2022 – 2026) 

Introduction 

1. Volunteers have been helping to look after the Yorkshire Dales National Park for nearly

60 years, the original Voluntary Warden Service being established in 1964. Their

contribution helps us achieve both National Park purposes. To:

 conserve and enhance the natural beauty, wildlife and cultural heritage of the
National Park; and

 promote opportunities for the understanding and enjoyment of the special qualities
of the National Park by the public.

2. This Volunteering Strategy has been written to inform and guide volunteering within the

Yorkshire Dales National Park Authority (YDNPA). It builds on the Volunteering

Strategy adopted in 2016. The Authority’s approach to volunteering can be

summarised as follows:

 Voluntary activity is essential to progressing many of the elements identified in the
National Park Management Plan.

 Voluntary activity is a positive form of recreation from which the volunteers gain
satisfaction, enjoyment and personal development, whilst we provide the training to
enable them to work safely and effectively.

 Volunteers help us achieve more than we would otherwise with the available
resources.

 We will increase the diversity of volunteers, for example young people, always
bearing in mind distance and sustainability of travel.

 Where practical and appropriate, management of Dales Volunteers will be
delegated to the volunteers themselves.

The purpose of this strategy 

3. This revised document builds on the progress achieved in the earlier version (see

Appendix 1). It sets out the Authority’s approach to volunteering: the way we will

recruit, work with, train and support volunteers and volunteer supervisors over the next

5 years.

4. It provides a framework for staff, existing volunteers, potential volunteers (individuals

and groups) and partner or potential partner agencies and organisations.  This strategy

has 2 main themes:

 Volunteering for everyone, and

 More skills for all.
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Strategic objectives 

5. The National Park Management Plan (2019-2024) sets out a long term vision for the

National Park, and a series of objectives that the Authority and all its partners are

working collectively to achieve.

6. One of the National Park Management Plan targets directly relates to volunteering:

B7:  Give people from all backgrounds an opportunity to enjoy and contribute to the 
National Park by providing at least 7,000 volunteer days per year, with 15% coming 
from underrepresented groups. 

7. This objective, because the Authority is playing a lead role, is also in our Corporate

Plan. It is supported by a set of annual actions that we undertake to achieve the

objective. The Volunteering Strategy is a thematic strategy which sits under the

National Park Management Plan and alongside other thematic strategies such as the

Education and Engagement Strategy. The Authority’s thematic strategies are

interlinked, for example the Volunteering Strategy provides the means to deliver the

‘Park Pathway’ strand of activity in the proposed Education and Engagement Strategy

(2021-2024).

8. At present there are 325 ‘Dales Volunteers’ who are either fully qualified or undertaking

their initial training.  In terms of demographics, the average age of these volunteers is

63, 37% of them live within the National Park, 3% class themselves as having a

disability and 3% are from a minority ethnic group.

9. The number of volunteers has increased steadily over the years.  However, many of

our volunteers stay with the YDNPA for a long time (a third of our current volunteers

have been with us for over 10 years). This means the main way we can increase the

number or diversity of volunteers is by introducing new roles.

10. We also have a group of Young Rangers; these are aged between 11 and 16.

Currently there are 38 Young Rangers, none of whom class themselves as having a

disability or being from a minority ethnic group. They all live inside the National Park

boundary or within 30 minutes’ drive of the Park.

11. Whilst we have tried to change the way we recruit through increased flexibility in our

roles, the current age profile demonstrates how under represented young people

currently are within our volunteers.

Resource available 

12. The Authority has a small but dedicated volunteer team. The team delivers the

volunteering programme working alongside the volunteers’ supervisors, staff who are

based in many teams across the Authority and some volunteers who act as

coordinators.
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13. In continuing to develop the Authority’s approach to volunteering, it is acknowledged

that the main limiting factor is our capacity to recruit, train, support and manage

volunteers.

14. At the time of writing the Authority’s volunteering programme is categorised as

‘adequate’. This means that, in broad terms, we aim to maintain current activity and

spending levels.  Any significant new initiatives will be dependent on being able to

secure additional funding.

Feedback, Dales Volunteers and the Value of Volunteering 

15. A study in 2020 ‘Dales Volunteers and the Value of Volunteering’ provided

information on the social, health and wellbeing impact of volunteering in the National

Park. Whilst there was no one main motivator for why people volunteer with us, all

identified the opportunity to spend time in The Dales themselves, the love of the

landscape, the appreciation for what it has ‘given’ them in terms of experiences and

being able to ‘put something back’. The study also highlighted a strong recognition of

the National Park’s ‘special’ qualities and the appetite to preserve it for future

generations. The word ‘outdoors’ and ‘fresh air’ featured heavily with many citing the

physical and mental health benefits of volunteering and, unsurprisingly, the beauty and

the opportunity to interact with nature.  There were 7 recommendations from this study

which will inform our future way of working (see Appendix 2 for executive summary

and recommendations).

16. In addition, to this study we regularly gather feedback from our volunteers, which

alongside informal feedback, informs and develops our thinking.

17. In the last few years we have made a number of changes which are aimed at

increasing both the diversity of roles we offer and the diversity of the volunteers we

attract. These include: relaxing the requirement for a minimum number of volunteering

days for some roles, introducing a role based recruitment system (as opposed to

recruiting the majority of volunteers into our ranger based area teams) and developing

a waiting list system, which means those who are interested can be kept informed of

potential opportunities.
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Principles for volunteering - next 5 years 

18. The aims of the 2016-2021 Volunteering strategy remain at the ‘core’ of this revision:

i. Fully integrate volunteers into the whole organisational structure
ii. Better involve volunteers across more areas of the Authority’s work
iii. Further develop volunteering in existing fields of work
iv. Develop innovative and flexible approaches to volunteering

Together with the following strategic principles: delivering equality of opportunity, 
partnership, targeted urban contact, evaluation: 

 Deliver equality of opportunity

19. We have clear recruitment policies in place, which are inclusive and fair, to ensure
everyone is given the opportunity to volunteer in a wide range of roles. Recognising
that some individuals, particularly those from underrepresented groups, need more
support and resource to access volunteering opportunities, the Authority will invest
resources to support and develop volunteers from underrepresented groups.

 Partnership

20. We will continue to work in partnership/collaboration to maximise our delivery/reach

and to co-design activity which meets the need of our volunteers. The volunteer team

will continue to develop and support worthwhile volunteering opportunities across the

Authority. This will be delivered by volunteer supervisors and supported by volunteer

co-ordinators.

21. There are many organisations within the National Park which involve volunteers in their

work. We have relationships with some of these however there is an opportunity to

further develop these – and establish new ones.

 Targeted urban contact

22. We will maximise resource and impact by building relationships with potential young

volunteers in specific geographical areas creating a pathway to volunteering for people

from more diverse backgrounds.

 Evaluate and Articulate

23. Each area of our work will be evaluated periodically, using both qualitative and

quantitative evidence.  An evaluation report should provide information on challenges,

and lessons learnt from past experience.

24. We also know from the ‘Value of Volunteering’ report, volunteers value and take pride

in their links with the Authority and so we will seek opportunities to amplify this.
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Areas of Focus 

Volunteering for everyone (Especially Young People) 

B7 Give people from all backgrounds an opportunity to enjoy and contribute to the 
National Park by providing at least 7,000 volunteer days per year, with 15% coming from 
underrepresented groups. 

Current situation 

25. Under-represented groups form just 16% of our volunteers and less than 12% of our

volunteer hours.  National Parks are for everybody, however we know that there are

barriers to volunteering in the National Park for many people (transport, awareness,

confidence, suitable roles and more) and particularly for people from our

underrepresented groups.

26. Underrepresented groups are defined as:

 Young people (those aged 5 to 24 years inclusive) - 21% of our volunteers are

under 30. (majority made up of young Rangers - we have no regular Dales

Volunteers under the age of 30).

 Minority ethnic groups (all ethnic groups other than ‘White – British”) - 3% of our

volunteers are from BAME groups

 People who consider themselves to have a limiting long term illness or

disability - 3% of our volunteers consider themselves part of this group.

27. Resources will be focused on increasing the volunteer days provided by Young

People. In terms of this group our core funded volunteering offer is the Young Rangers

programme which provides conservation-focused activities for those aged 8-16. From

ages 16-18 there is no provision. From 18+ people can become a Dales Volunteer -

though in the last year we had no regular Dales Volunteers under the age of 30.

28. In April 2021, through Generation Green, we employed a Youth Volunteer officer who

focused on addressing this gap in our provision. Their role included providing

opportunities to volunteer for those aged between 14 and 30. These opportunities were

through 2 programmes:

 Dales Action Days (DADs) 14-18 years olds - for groups who wanted to come and

spend a day (or a series of days) volunteering in the park, usually by carrying out a

conservation task.

 Up Skill, Down Dale (USDD) 18-30 year olds - for individuals, who could

participate in a regular programme of training and events as well as benefit from

bespoke placements based on the area of their interest.
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29. Generation Green is focused on young people who are traditionally less likely, due to

social, economic and cultural factors, to connect with nature, or engage with nature

and nature preservation/conservation.

Implementation 

30. Adopt the ‘Park Pathways’ approach (see Education and Engagement Strategy) to

maximise opportunities and routes into volunteering for as wide a groups of people as

possible. In particular:

Delivery 1) Deliver 2 Young Ranger groups and Young Ranger + group (see E&E

Strategy) supported by a dedicated Youth Volunteer Officer.

2) Encourage an Authority wide commitment to offering Youth Volunteering

opportunities as part of Young Rangers +.

3) Review the current mileage, expenses and training policies to ensure

they are not presenting barriers to young people.

4) Increase our offer of online, flexible volunteering opportunities

5) Develop training for staff who want to be more involved with working

with underrepresented groups

6) Review accessibility of our roles to understand how we can increase

and support access for all

Partnership 7) Work in partnership with groups and organisations who can offer

opportunity for young people to volunteer in the National Park

Targeted Urban 
Contact 

8) Prioritise in community engagement - we will build time and resource for

developing relationships with groups in their communities into our

delivery plans

Evaluate and 
Articulate 

9) Better communicate our values and opportunities directly to Young

People.

10) Use evaluation to understand barriers we need to address to continue to

increase the diversity of people we engage with

11) Increase visibility of underrepresented groups in our corporate

communications
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More skills for all (including Volunteer Leadership) 

B7 Give people from all backgrounds an opportunity to enjoy and contribute to the 
National Park by providing at least 7,000 volunteer days per year, with 15% coming 
from underrepresented groups. 

Current situation 

31. The National Park Authority consistently delivers at least 7000 volunteer days a year.

32. The ‘Value of Volunteering’ report findings tells us that a large motivator for volunteers

joining was to learn new skills and, to a lesser extent, to use the skills they already

have.  By enhancing our training offer we can not only develop a stronger pool of

skilled volunteers - benefiting from all that will bring – we will also provide significant

benefit to the volunteers themselves.

33. For young volunteers the ‘Up Skill Down Dale’ programme has demonstrated the value

of opportunities to develop new skills and demonstrate a positive engaged attitude to

employers and others.

34. In 2018, we developed a more flexible role-specific training programme allowing us to

take on more volunteers more quickly than before. It also meant those with time

constraints were not prevented from applying. However, there is now potential to

increase access to our programme of training and events, to more of our volunteers.

There is also the potential to add more courses to our current offer.

Implementation 

35. As part of providing our volunteers with greater skills, we have the potential to create

volunteer leaders. Currently the vast majority of our volunteering opportunities are

designed and delivered by staff – however, as highlighted above, staff capacity can be

a limiting factor in our ability to offer a full volunteering programme. Our waiting list

demonstrates that there is demand from volunteers for more opportunities.

36. Giving volunteers greater responsibly to train, support and manage other volunteers

not only gives increased capacity for volunteering it develops skilled leaders and

reinforces the principle of staff/volunteer engagement and the value we place in our

volunteers.
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Delivery 1) Work with staff to determine where a volunteer leader role would be

useful (for example to impact on particular authority programmes, or

meeting capacity issues)

2) Develop role profiles and training programmes to support volunteers to

become volunteer leaders

3) Seek opportunities to add value by offering additional qualifications

which will enhance the CV’s of volunteers, particularly the

underrepresented groups

4) Consider method of training delivery so that as many volunteers as

possible can be trained in the most effective way possible (for example

online sessions, recording them etc)

Partnership 5) Learn from National Parks and other organisation who have volunteer

leader roles

6) Look for partnership opportunities to deliver valuable training and

development opportunities across the park

Targeted Urban 
Contact 

7) Seek to understand what skills are needed so that underrepresented

are encouraged to participate more

8) For underrepresented groups develop training to bridge gap between

their skills and our role profile requirements

9) Focus our resource on training for those from underrepresented

groups to undertake volunteer leader roles

Evaluate and 
Articulate 

10) Review the current training programme to understand its effectiveness

and any gaps

11) Embed the leader roles into the Volunteer Co-ordinators Advisory

Group

12) Evaluate the effectiveness of the volunteer leader role
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Appendix 1 

Progress against 2016-2021 strategy 

The 2016-2021 strategy had 4 mains areas for development. The table below shows 
progress against these. 

Aim Progress Further development 

Fully integrate 
volunteers into the 
whole organisational 
structure 

There has been an increase in the 
number of staff who work with 
volunteers and good progress has 
been made in integrating volunteers 
into our organisation.  The new 
supervisor and volunteer handbooks 
aim to support this.  

There is more to be done. 
Whilst the structure for every 
member of staff to work with 
volunteers exists work to 
encourage and support them 
to do so should continue.   

Better involve 
volunteers across 
more areas of the 
Authority’s work 

Volunteers are involved in more 
areas of our work than ever before. 
The number of roles has increased. 
In particular in Visitor Services and 
Wildlife there has been a large 
increase. 

There remain some areas of 
the authority’s work where 
volunteers are not involved, 
e.g. planning, finance, 
sustainable  
development. 

Further develop 
volunteering in existing 
fields of work 

More officers are using volunteers to 
increase their capacity and deliver 
more. The increase in the number of 
roles illustrates this. 
There has been a year on year 
increase in the volunteering we do 
(before the onset of Covid).  

There is always the 
opportunity to refine how we 
engage with volunteers in 
existing fields of work to 
ensure best outcomes for both 
volunteers and the Authority. 

Development of 
innovative and flexible 
approaches to 
volunteering 

The role based system has 
introduced a much greater degree of 
flexibility into the system. Many Dales 
Volunteer’s continue to carry out 
ranger-led duties, but we now also 
have many others who are not part of 
these ranger-led teams doing a wide 
variety of other roles. We have 
introduced some micro volunteering 
roles such as Look Wild. 

There are opportunities to 
further innovate on the types 
of roles we offer e.g. remote, 
online, supervisory and more. 
There are many ways we can 
increase the flexibility and 
offer more people more 
variety of opportunities. 
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Appendix 2 

The Value of Volunteering Report 2020. A summary. 

The aim of this 2020 study was to evaluate the social, health and wellbeing impact of 
volunteering.  It helped us to get to know our volunteers better, which in turn will help us 
develop roles they value and reinforce the things that are important to them. It will help us 
identify and remove any barriers to volunteering and also look at longer term ways we can 
embed thinking about wellbeing within the volunteering service.  

Summary of findings 

There was no one motivator for why people volunteer with us, or a primary benefit they all 
identified. Despite this, there were some common themes: 

The Dales themselves - The love of the landscape, the appreciation for what it has 

‘given’ them in terms of experiences and salve, the recognition of its ‘special’ qualities and 
the custodial appetite to preserve for future generations. Many talked of wanting to ‘give 
something back’ and often it seems that the combination of doing something practical in a 
place you care for, which also benefits wider society is an attractive one.  Equally, for 
those who wanted to know more about the Dales, the opportunity to explore and 
experience it whilst being useful was motivating.  

For some, a benefit was being able to pursue their passions (such as conservation, flora 
and fauna) in a special place. The words ‘outdoors’ and ‘fresh air’ featured heavily with 
many citing the health benefits of volunteering and also the mental health benefits of being 

amongst such beauty and the chance to commune with nature.  

Endeavour - Many of our volunteers talked of ‘being useful’, they liked the motivation, or 

the reason that volunteering provided, to go and (largely) be outside. Perhaps 
unsurprisingly, a lot of volunteers talked about how volunteering was part of their 
retirement plan, they talked of structure and the word ‘purpose’ was used many times.  For 
some it was something different to work - a deliberate contrast and escape. 

There was an evident satisfaction gained from helping others, the Authority staff were 
mentioned which highlights the strong connection many our volunteers have with their 

supervisors and respect for the work they do.   

Pride - The word ‘pride’ was used a lot. The pride was in all manner of things: in the work 
they did, in the difference it made, in the association with the National Park, in the 
association with the Authority, in being able to help.   

Belonging and Identity - Belonging was also a common factor mentioned by many 

volunteers. Until recently volunteers received the ‘prized’ green polo shirt after they had 
been with us for a year (they now get it much sooner). In some ways just a simple piece of 
clothing, yet in many ways it was much more than that - it showed they were part of a 
team, it signalled their connection with the Dales the National Park and the Authority, it 
showed they were part of something bigger than themselves.  It showed they belonged. 
 Recognition of this was important to some too, i.e. to be valued and appreciated. They 
talked of how this helps build confidence and helped improve their self-esteem.  
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Summary of Value of Volunteering Report Recommendations 

1. Further focus sessions to take some of the initial suggestions forward.
2. Social return on investment (SROI) analysis of the results and consideration of data

against measures of ‘wellbeing’ .
3. Baseline data gathered as default when volunteers join us to allow us to better

measure any impact volunteering
4. Review of training offered and how we develop and use volunteer skills
5. A dedicated volunteer communications strategy and increased amplification of the

achievements of the volunteers

6. More opportunities for enhanced social interaction

7. Embed the promotion of the key values within roles and policies
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