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1.0 INTRODUCTION  

 

 

The Brecon Beacons National Park was one of ten National Parks established in the 1950s as a 

result of the National Parks and Access to the Countryside Act 1949.  The criteria used then to 

designate National Parks are still used today, but the purpose was amended under the 1995 

Environment Act.  A full legislative background is given in the Members Reference Manual 

produced by the Association of National Park Authorities (ANPA), issued to all members on 

appointment. 

 

In 1995 the Environment Act gave the three Welsh Parks independent status as special purpose 

local authorities.  However, unlike the 22 local authorities in Wales, their members are drawn not 

only from constituent local authorities but also by appointment by the Welsh Assembly 

Government.  This creates the need for a National Park member who, regardless of their 

appointing body, can carry out a unique role in managing Walesõ protected landscapes. 

 

The last ten years, since independence, have seen some of the greatest changes in the Welsh 

political landscape, and the greatest challenges for National Park Authorities.   The Welsh 

Assembly Government commissioned a review of local service delivery, headed by Sir Jeremy 

Beecham (Beyond Boundaries:  Citizen Centred Local Services for Wales) which was launched in June 

2006 and outlined the need for change.  The Assembly Governmentõs response to this was 

published in November 2006 ð Delivering Beyond Boundaries:  Transforming Public Services in Wales 

(ôMaking the Connectionsõ) making it clear that that local authorities must improve services, 

working together to make the most effective use of resources.  The One Wales four year agenda 

published in 2007 by the Labour/Plaid Cymru coalition, also emphasises the need for continuous 

improvement by all local authorities.  It is clear that  National Parks have a major part to play in 

furthering the Assemblyõs objectives, whilst not losing sight of their purposes and duty.  Stringent 

budget settlements have meant that the National Parks face an ever increasing challenge to meet 

their own objectives, and are having to find new ways of working with statutory and non 

governmental organisations in a way that also meets the needs of their customers. 

 

In the Brecon Beacons National Park, the devastating effect of foot and mouth disease in 2002 

demonstrated how tourism depended on access to countryside to secure economic benefits, and 

how farming in turn depended on tourism.  CAP reform will present further challenges for the 

farming industry as they find new ways of managing the landscape that visitors come to enjoy.  

There is an increasing emphasis on sustainable development, which is at the heart of national and 

international political agendas. 

 

On a global scale, the impact of climate change on the environment will continue to challenge the 

policy makers and those who implement policy, and will underpin everything we do in the next 

decade and beyond. 

 

National Park members have a key role to play in all of this, and need to bring not only their 

experience to the Park, but be prepared to learn new skills and new ways of working.  The Brecon 

Beacons National Park Authority is committed not only to providing its members with a 

comprehensive, clear and realistic programme of Member Induction and Continuing Development, 
but also the ethos of continuous improvement, in order to carry out their roles effectively. 

 

In the Dower Report (1945) it was stated that the National Parks could achieve its purposes by 

ôappropriate national decision and actionõ.  This Member Development Strategy sets out the way in 

which Brecon Beacons National Park Authority members can acquire the skills and knowledge to 

make those decisions. 
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2.0 PURPOSE 

 

 

This Development Strategy outlines the skills and knowledge that a member will need to acquire 

to carry out their role effectively.  It does not attempt to list all training modules that members 

will be offered, but it provides a detailed framework for new and existing members to identify the 

training available and to assess their own needs against this framework.  It may be that members 

will not need to work through each module, depending on their previous experience, but the 

opportunity to refresh existing skills, as well as acquire new ones, is an important element of the 

programme. 

 

The Development Strategy is a key element of the work being undertaken to achieve the Welsh 

Local Government Associationõs  Charter for Member Support and Development:  An Approach for 

National Park Authorities. (Criteria attached at Appendix 1 ). 

 

 

3.0 STATEMENT OF COMMITMENT  

 

 

The Brecon Beacons National Park Authority is committed to supporting the development of its 

staff and members to achieve continuous improvement of its services.  It will ensure that it has the 

processes and resources in place to deliver the Member Development Strategy. 

 

 

4.0 ETHICAL FRAMEWORK  

 

 

All members of the National Park Authority are asked to sign an acceptance of the Local 

Authorities (Model Code of conduct) (Wales) Order 2008.  In addition, the Authority has adopted 

the following protocols: 

 

 Planning Protocol 

 Member Officer Protocol 
 

which give further advice to members in the way they carry out their roles.  National Park Staff 

also have an Employers Code of Conduct. 

 

The values inherent in these codes will be reinforced in all induction and development events. 

 

 

5.0 EQUALITY  

 

 

The Authorityõs Member Development Strategy covers all members regardless of their appointing 

body.  Training events will take account of any individual or group needs in accordance with the 

Authorityõs policies on equalities. 
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6.0 RESPONSIBILITY FOR DELIVERY  

 

 

The Democratic Services Manager will be responsible for the implementation of the Member 

Development Strategy and be the first point of contact for members in relation to training.  The 

Corporate Management Team will be responsible for monitoring and evaluating the effectiveness 

of the induction and development programme to ensure it enables members to deliver the 

Authorityõs Future Directions, and meets the needs of the Welsh Assembly Governmentõs ôMaking 

the Connectionsõ agenda, and the Member Charter.  

 

 

7.0 KEY PRINCIPLES  

 

 

Members will have: 

 

 Access to a member induction and continuing programme which enables them to fulfil their 

responsibilities in line with the role description for all National Park members (Appendix 

2). 

 

 Access to information about all induction and development opportunities via the Membersõ 

Portal, Training Noticeboard in the Membersõ Room, and direct mailing. 

 

 A support mechanism to help members identify their individual training needs and identify 

ways in which they can contribute to the Authorityõs work. 

 

 An opportunity to be mentored by a more experienced member of the National Park 

Authority under the Authorityõs mentoring scheme. 

 

 To commit to a minimum of six days induction and development days each year in 

response to individual needs and the requirements of the organisation and the Members 

Charter. However, it is recognised that some members will find it difficult to commit time 

to training and every effort will be made to accommodate individual training needs. 

 

 Resources to meet the objectives of the Member Development Strategy 

 

 Opportunity to provide feedback on the effectiveness of each induction and development 
module, share good practice and contribute to the future framework of the development 

programme 

 

 Opportunity to contribute to an annual review of the development programme to ensure 

that both the contents and the administrative arrangements meet the needs of members 

and the organisation. 

 

 

8.0 MEMBER INDUCTION AND CONTINUING DEVELOPMENT PROGRAMME  

 

 

The Member Induction and Continuing Development Programme takes as read that any person 

appointed to the National Park Authority is committed to the purposes and duty of National 

Parks. 
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The structure of the development programme follows the developmental path of a member, from 

core induction through to the final stage where members can develop ways of contributing to the 

organisation by taking on additional responsibilities or making their expertise available to the 

Authority through representation on external bodies.  It comprises five stages, as follows: 

 

 

The programme is intended to take members through their first term of office ð four years, 

although more experienced members will be able to refresh their skills at any point, and also take 

advantage of any modules they missed, or which have been added to the programme or updated.  

The emphasis is on continuing development rather than acquiring all skills in the first year and the 

programme should therefore be seen as a long term commitment. 

 

The Authority recognises that not all members will be able to commit a significant amount of time 

to training because of professional or personal commitments, and members will be supported in 

identifying those modules which will help them make a personal contribution to the work of the 

Authority. 

 

Modules will be delivered in a variety of formats, both office /centre based, or by fieldwork and 

site visits where appropriate.  Members may be asked to get involved in educational exercises 

used by the Authorityõs education staff with school groups, or to look critically at site 

interpretation in order to understand the implementation of Education or Interpretation 

Strategies.  There may be facilitated workshops, one to one support under the mentoring 

programme, or attendance at an external training event.  The Authorityõs professional staff will 

play a major part in the delivery of the programme, allowing members and officers the opportunity 

to work together in a less formal setting.  Where appropriate, external trainers will be engaged to 

deliver some modules. 

 

At the end of each module, members will be asked to complete an evaluation form, a copy of 

which will be retained by the member, in order that the programme can be monitored, evaluated 

and developed in response to membersõ and the organisationõs needs. 

 

9.0 PERSONAL DEVELOPMENT INTERVIEWS (P DIs)  

 

 

In order to support all members in their induction and development, members will be offered a 

personal development interview in December/January each year.  These will be carried out by a 

senior member, and the purpose would be to: 

 
a) Review the induction and development carried out to date 

b) Identify the gaps as a result of either an omission in the programme, or the inability of the 

member to take up the training session 

c) Review any difficulties in attendance (other commitments or scheduling problems) and how 

these might be overcome 

Stage 1: Core Induction for all Members 

Stage 2: Corporate Governance 

Stage 3: Continuing Development for all Members:  Future Directions 

Stage 4: Continuing Development for all Members:  The National and International 

Perspective 

Stage 5: Continuing Development for all Members:  Special Areas of Interest 
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d) Identify priorities for future development ð where the member would like to be in a year or 

two yearõs time  to be summarised in a personal support plan at the end of the interview 

e) Summarise recommendations to the Democratic Services team for inclusion in the training 

needs analysis, which in turn would be used to set the induction and development 

programme for the coming year. 

 

In order to get the most out of the interviews, Members will receive a pro-forma and guidance 

notes a few weeks prior to their PDIs so that they can reflect on the induction and training they 

have received and prepare for the interview. 

 

10.0 TRAINING NEEDS ANALYSIS  

 

 

The Authority is committed to providing relevant and up to date induction and training for its 

members, and will review the four year Members Induction and Continuing Development 

Programme on an annual basis.  A Training Needs Analysis  will be carried out to ascertain 

collective and individual needs through the following methods: 

 

a) Feedback from membersõ Personal Development Interviews and Personal Support Plans 

b) Requests from members at any point during the year  

c) International or national changes in legislation or guidance 

d) In response to any local issues 

e) Issues raised by the Authorityõs specialist staff 

f) Review of the Authorityõs corporate objectives 

 

An example of this would be new duties for the Authority under the Natural Environment and 

Rural Communities Act 2006 (NERC), where specialist staff and the Member Champion for 

Biodiversity held a training session for the Corporate Management Team in April 2008.  In view of 

the cross disciplinary implications of these duties, the need for training was identified for both 

members and officers.  The Stage 3 training module would therefore be given priority in the 

programme for Autumn 2008 once the induction programme had been completed. 

 

Any proposed changes to the training programme would be brought to the Authority in March for 

approval and implementation in the new financial year. 

 

 

 

 

 


