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SECTION 6:
 

ANNEXES
 



EXECUTIVE SUM4MARY: 

BOTSWANA
 

TRAINING NEEDS AND TRAINING OPPORTUNITIES ASSESSMENTS
 

Introduction
 

Protected Area Managers (PAMs) play a vital role in the
 

protection and conservation of Africa's rich biological
 
resources. Protected area management in Africa is becoming
 
an increasingly complex task requiring technical skills
 

relating not only to wildlife and tourism, but to
 

management, planning, law, policies, finance and accounting
 
as well.
 

Traditional training institutions and programs for PAMs in
 

Africa generally have not kept pace with the increasing
 
demands on effective protected area management. The PARCS
 
(Protected Area Conservation Strategy) project seeks ways to
 

facilitate the process of addressing training needs in
 
skills which PAMs themselves recognize a deficiency.
 

The PARCS training needs and training opportunities
 
assessments address two questions:
 

i) What is needed in respect of PAM training to enhance
 

the conservation of Africa's protected areas?; and
 

(ii) What can be done to provide such training for PA24s
 

A questionnaire was designed to gather data on the skills
 
required for protected area management and levels of skill
 
PAMs currently possess. Differences between skills needed
 
for the job and those actually possessed are recognized as a
 
training need. Further information on training needs and
 
training opportunities were obtained through interviews with
 
PAMs and their supervisors.
 

Training Needs Assessment
 

Within the Department of Wildlife & National Parks (DWNP),
 
initial, basic wildlife management training is given at
 
Botswana Wildlife Training Institute (BWTI) at Maun. Formal
 
wildlife training is provided for qualified and experienced
 
intermediate staff at Mweka College, Tanzania.
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The DWNP has no "training plan"'
i which is designed to
 

ensure thatr all protected area management staff are trained
 

in fields appropriate and specific to their present
 

responsibilities.
 

Eight PAMs and Assistant PAMs, two FODs and a Trainer
 

completed questionnaires; interviews were also held with
 

directorate staff at departmental headquarters.
 

Analyses of questionnaire data provided the backbone of the
 

training needs assessment. The levels of skill required for
 

the job (as set by PARCS2 in the questionnaire) were first
 

validated to ensure that the questionnaire truly reflected
 
the scope of responsibilities held by PAMs in Botswana.
 
Training needs for each skill/competency were determined by
 

a 'gap analysis' which compared PAMs current skill levels
 
with those that PAMs considered were needed for the job.
 

PAMs 	identified training needs in the following general
 
areas:
 

* 	 Intervention techniques/programs (policies and
 
procedures);
 

* 	 Infrastructure techniques (tourism and visitors);
 

0 	 Context of protected area location (public relations);
 

protected area conflict management;
0 	 People versus 


0 	 Policies and procedures related to community
 
conservation programs;
 

a 	 Research budgets and allocations;
 

0 	 Tourism/visitor services planning; and
 

0 	 Legal aspects of collecting and exporting specimens and
 
materials.
 

A Training Plan is defined here as a structured program that operates on a pre-set 

timetable to ensure all protected area management staff receive adequate and 
It also provides professionalappropriate training prior to assuming their posts. 

development and refresher courses regularly and monitors and evaluates training 
programs undertaken 

levels 	 based on their own experiences2 The PARCS' team of consultants set knowledge 

in protected area management in Africa and on comments & opimons from both
 

government and NGO management professionals
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For Main Divisions of the Job (the principal areas of
 
key training needs were identified
responsibility of PAMs), 


in:
 

H: Ensuring harmonious relationships with neighboring 
communities. 

G: Ensuring intervention programs are 

and time-table. 

completed to budget 

F: Ensuring optimum levE-s of visitor satisfaction. 

B: Ensuring appropriate infrastructure is developed and 
maintained within budget. 

D: Ensuring development of tactical plans and budgets. 

C: Ensuring the financial and accounting integrity of the 
protected area. 

E: Ensuring all activities with the protected area comply 
with laws and regulations. 

J: Representing the protected area and its interests in 
public meetings. 

K: Ensuring an appropriate balance between resource 
conservation and use in the protected area. 

I: Being aware of research activities and progress against 
plan. 

A: Ensuring the availability of 
motivated staff. 

a competent and well-

Constraints on PAMs meeting their job responsibilities
 
include:
 

* 	 the lack of a well-structured In-Service training
 
program (at BWTI) that addresses the skill deficiencies
 
identified by both PAMs themselves and their
 
supervisors; and
 

* 	 limited opportunities for On-the-Job training.
 

A proposal has been tabled to rehabilitate BWTI to meet the 
training demands of DWNP in light of its expanded mandate to 
implement national policies of wildlife, conservation & 
tourism.
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FODs' training needs were identified as:
 

Staffing and personnel management, including monitoring
 
and evaluation of training records of all levels of
 
staff. Closely linked to staff management was the need
 
for skills in developing and preparing job
 
descriptions.
 

Tourism/visitor management, and all aspects of this
 
management component (from visitor services to visitor
 
impacts).
 

Development and management of community conservation
 
programs (such as CAMPFIRE).
 

Training Opportunities Assessment
 

Annexe 2 lists all the institutions presently attended by,
 
or potentially available to, staff of DWNP.
 

Recommendations
 

In-Service Training: BWTI Rehabilitation
 

The most significant training initiative potentially
 
underway for PAMs in Botswana is the rehabilitation of BWTI.
 
This restructuring is specifically designed to address the
 
training needs of DWNP in light of its largely expanded
 
mandate to implement national policies relating to wildlife,
 

All cadres of staff are expected
conservation and tourism. 

to benefit from training offered at BWTI, but initially, the
 
main emphasis will be on induction/basic training for new
 
recruits into DWNP.
 

An opportunity exists therefore, to take results from the
 
PARCS Phase I training needs assessment and suggest their
 
incorporation into the new training modules to be designed
 
for BWTI. The titles of proposed modules cover many of the
 
key areas of skills training identified by PAMs. By
 
reviewing in detail specific skills requiring further
 
development (see Gap Analysis in this report),
 
recommendations for including appropriate subject matter, at
 
the required skill level, could be made to ensure that PAMs
 
receive the training they have identified as being necessary
 
to effect their job responsibilities.
 

PARCS could play a pivotal role in identifying the topics
 
that need to be included in training modules designed for
 
PAMs, in particular, topics that are not presently covered
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in the proposed list of modules scheduled to be developed
 
under the rehabilitation scheme. If there were interest and
 

available resources, PARCS could be involved in the early
 

stages of module development to ensure that the training
 
I assessment were
needs identified for PAMs in the Phase 


correctly incorporated in to the modules.
 

On-the-Job Training: Cross-Divisional Assignment
 

Opportunities for On-the-Job training need to be created for
 
PAMs. Lack of such opportunities is seen as a major
 
constraint on PAMs effectively carrying out their job
 
responsibilities.
 

Insufficient devolvement of authority comes down to PAMs in
 
the field to allow them to Liake on-the-spot decisions on
 
even very basic protected area management issues. Such
 
decision-making authority is essential to On-the-job
 
training.
 

Furthermore, PAMs naed to be more involved with the
 
activities and programs of other Divisions of DWNP, at least
 
from a "working knowledge" point-of-view, which have a
 
direct bearing on effective protected area management. Law
 
enforcement, conservation education, and research and
 
utilization are all major components of a PAM's
 
responsibilities, and it is strongly recommended that they
 
are exposed to these components by periodic, short-term, on­
the-job training assignments in the different Divisions of
 
DWNP (Conservation Education, Management & Utilization,
 
Research). Special attention would need to be paid to
 
skills development in areas identified by the training needs
 
assessment (gap analysis).
 

Cross-Divisional on-the-job training could be directly
 
linked to modular training at BWTI. New skills/concepts
 
taught to PAMs could be tested during short-term attachments
 
to appropriate Divisional staff.
 

One objective of the PARCS project is to assist
 
participating, and more specifically, target countries to
 
develop appropriate and sustainable training programs for
 
PAMs. Another objective is to promote inter- and intra­
regional approaches to training by providing opportunities
 
for contact between PAMs from different countries and for
 
them to participate in regional training programs. For
 
example, a key area of training identified by PAMs in
 
Botswana was in community-based conservation projects.
 

Another training idea would be to send selected PAMs to
 

Zimbabwe to get first-hand experience of the CAMPFIRE
 

5
 



program to enhance their knowledge and understanding of how
 

community-based wildlife conservation projects are designed
 

and operated.
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SECTION 1:
 
PROTECTED AREA CONSERVATION STRATEGY (PARCS)
 

.1 THE APPROACH
 

1..i 	 Africa's system of national parks and protected areas
 
constitutes one of the most important safegulards of the
 
continent's rich biological diversity. Procected Area
 
Managers (PAMs), the decision makers in the field, play
 
a critical role in the overall functioning of these
 
areas.
 

In recent years a number of observations on factors
 
constraining effective Protected Area management, drawn
 
from experiences in the field, have been made. They
 
include:
 

The job of a PAM is beconing an increasingly
a 

complex task, requiring technical skills relating
 
not only to wildlife and tourism, but to
 
management, planning, law, policies, finance and
 
accounting as well.
 

b 	 Traditional training institutions and programs in
 
Africa generally have not kept pace with the
 
increasing demands of the PAM's job.
 

c 	 Courses offered at leading wildlife institutions
 
are often too theoretical, academic, broad-based,
 
host-country specific, and habitat-specific.
 

d 	 Few PAMs have access to the formal training
 
opportunities available.
 

e 	 Few data exist on the effectiveness, relevance,
 
and value of traditional and non-traditional forms
 
of training for PAMs.
 

f 	 The capacity for institutions to train and develop
 
training programs needs to be strengthened.
 

g 	 Existing training institutions and programs need
 
to revamp their curricula to address the specific
 
needs of PAMs.
 

h 	 Relevant training opportunities outside the
 
traditional conservation sector need to be
 
identified and made available to PAMs.
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1.2.1 

1.2 	 THE PROJECT
 

In light of the above the PARCS project seeks to
 

address two questions:
 

i) 	What is needed in respect of PAM training to
 

enhance the conservation of Africa's Protected
 

Areas?; and
 

(ii) Whac can be done to provide this training for
 
PAMs?
 

PARCS is attempting to do this by:
 

a 	 undertaking an assessment of training needs,
 
priorities, constraints, and opportunities for
 

PAMs in three regions of sub-Saharan Africa iast,
 
central, and southern);
 

b 	 establishing (pilot) training programs to
 

implement recommendations from the project's
 
training needs and opportunities assessments; and
 

c 	 developing a broad series of recommendations for
 
training protected area management staff.
 

1.2.2 	 The PARCS project is envisioned as a multi-year
 
activity. During the first year (Phase I) an in pth
 

assessment of training needs, priorities, constr& .s,
 
.
and opportunities, will be completed in each regi 


Specifically, for PAMs, the assessment is design,d LO:
 

assess skills needed for effective protected :nrea
a 

management;
 

b 	 assess present skill levels;
 

c 	 determine the types, amount and frequency of
 
training currently received by PAMs;
 

d 	 assess training needs of PAMs;
 

e 	 identify constraints to adequate and effect- .,
 

training;
 

f 	 identify the institutions and programs pre._LI
 
used for training;
 

g 	 identify potential opportunities for relevant
 
training; and
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h identify pilot activities to test innovative
 
training methods.
 

1.3 	 OVER-ARCHING QUESTIONS
 

1.3.1 	 Data generated by the training needs and training
 

opportunities assessments will be used to answer a
 

suite of over-arching questions which addresses the
 
main points outlined in Section 1.2 above. These
 
questions are listed below and are divided into broad,
 
general categories of enquiry each with a sub-set of
 
subordinate, specific ones.
 

1.3.2 	 The Questions
 

1.3.2.1 	 What are the responsibilities of a PAM? Are they
 
universally recognized?
 

What 	are the descriptions and understandings of
a 

the responsibilities of a PAM currently declared
 
by resource management authorities?
 

b What 	are the responsibilities recognized by PAMs?
 

c 	 How do PAMs perceptions compare with PARCS'
 
perceptions?
 

d 	 How do trainers' perceptions compare with PA} S'
 
perceptions?
 

e 	 Has the job of a PAM changed over the last 20
 
years?
 

f 	 What are others' perceptions? Do they match PAMs'
 
and/or PARCS'?
 

1.3.2.2 	 What are the constraints on PAMs meeting their job
 

responsibilities? Where does training fit in?
 

a 	 Where are the overall constraints?
 

b 	 What is the importance of training in overcoIing
 
constraints?
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1.3.2.3 Are PAMs skilled to the level necessary to do the job?
 

If not, where are the deficiencies?
 

a 	 Are skills satisfactory compared to PARCS'
 
perceptions of job skills?
 

1.3.2.4 	 What training has been received by current PAMs that is
 
How much? What kinds?
perceived by them as useful? 


Relevant to which job requirements?
 

a 	 What existing training has been received by PAMs?
 

b 	 Comparisons of types of training received by PAMs
 
(in respect of years of service) that has
 
contributed most to gaining skills.
 

C 	 Does training received cover all major 
requirements of these areas? 

d 	 How well does existing training prepare PAMs? Does
 
type of training received reflect the degree for
 
preparation of job requirements?
 

e Does exposure to various conservation techniques
 
(other than in-service training) improve PAMs
 
skills and knowledge?
 

f What do training programs aim for?
 

(FODs)
1.3.2.5 	 Assessment of Field Operations Directors 


a 	 What are the responsibilities of senior management
 
positions?
 

b 	 What kind of training has been received in these
 
areas?
 

c 	 What are FOD training priorities?
 

1.3.2.6 	 What further training is required?
 

1.4 	 THE PROCESS
 

1.4.1 	 The PARCS project is managed by the Biodiversity
 
Support Program (BSP) and implemented by a
 
collaborative group of three NGOs: The African Wildlife
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Foundation (AWF), Wildlife Conservation Society (WCS),
 
and World Wildlife Fund (WWF). AWF is the lead
 
organization in eastern Africa, WWF heads PARCS in
 
southern Africa, and WCS has assumed lead
 
responsibility in francophone central Africa.
 

rom the Bureau for Africa of
1.4.2 	 Funding for PARCS comes 

the U.S. Agency for International Development (AID).
 
Supplementary funding has been provided by WWF, with
 
AWF, 	WCS and WWF 2ontributing staff time to the project
 

as well. 	 Furthermore: each collaborating organization
 
is drawing from its expertise and experience with
 
related on-going activities in the field, to enhance
 
the PARCS assessments.
 

1.4.3 	 The methodology for the PARCS assessment was developed
 
during a four-day workshop in Nairobi in August 1992.
 
The workshop participants included the three NGO
 
Regional Managers ( M), the BSP core-team member, and a
 
facilitator (training specialist) from Price
 
Waterhouse. [For full details on the me:hodology s-e
 
Annexe 1 "Protected Area Conservation Strategy (PARCS).
 
The Methodology".]
 

1.4.4 	 Following the worKshop, the methodology was reviewed by
 
a number of key members of the conservation community
 
in Kenya and Zimbabwe and a sampling of wardens from
 
several African countries. The RM in southern Africa
 
conducted a trial assessment of training needs n
 

Malawi between 13 September and 2 Octobcr, 1992. The
 

methodology was also reviewed by the core team in
 
September and amended in light of those reviews.
 

1.5 GOAL 	OF THE METHODOLOGY
 

The main tool of the training needs assessment is
1.5.1 

questionnaire (Annexe 1) designed at the methodology
 
workshop in Nairobi. A questionnaire approach was
 
adopted for the needs assessment for the following
 
reasons:
 

a 	 The questionnaire could be designed as a matrix
 
and serve as an efficient and practical way to
 
present the array of specific skills required for
 
the job of a PAM.
 

b 	 It would provide a convenient tool to compare
 
outside assessments of the skills required of the
 
PAM with the PAMs' own perceptions of required
 
skills.
 

11
 



c It would provide a way in which to gather both
 
qualitative and quantitative data to assess
 
training needs.
 

d 	 It would lend itself well to standardized data
 
extraction and comparison and analyses across the
 
three regions of Africa.
 

1.5.2 	 A strength of the questionnaire is that it is not just
 
a means of gathering information, but it is a training
 
tool in and of itself. The process of leading the PAM
 
through the questionnaire has been designed to
 
stimulate thought and discussion on the important
 
facets of protected aree management. In fact, the
 
questionnaire may well influence the way some PAMs look
 
at their jobs and their role in managing those Areas.
 

1.6 	 TARGET GROUPS
 

1.6.1 	 The primary target group for the PARCS assessment is
 
the Protected Area Manager (PAM), the highest ranking
 
manager on-site in a protected area. Across the many
 
countries in the PARCS assessment, a wide variety of
 
individuals with a multiplicity of titles may act as
 
PAM (e.g., regional officers, warden, senior warden).
 
In order to identify the appropriate individuals for
 
the assessment in each country, it is necessary to
 
carefully examine organizational structures and job
 
descriptions.
 

1.6.2 	 In some countries problems in protected area management
 
may result from the placement of higher level staff who
 
have 	little, if any, experience in such fields as
 
management and planning. Hence, in countries whe.- the
 
PARCS RM and his/her core team representative deem it
 
possible and desirable, the assessment was broadenz'1 to
 
include the level of management above the PAM (i.e.,
 
Field Operations Director (FOD) at the government's
 
conservation authority's (CA) headquarters).
 

1.6.3 	 It is also recognized that in many cases the job of PAM
 
will 	eventually be filled by individuals immediately
 
below this level (depending on organizational
 
structures and the procedures of the organization).
 
The RM and his/her core team representative may have
 
therefore decided to include in the assessment,
 
individuals directly below the PAM. In T3nzania, for
 
example, there are senior wardens, wardens, and
 

'uled
assistant wardens, so assistant wardens may be in 
in the assessment. 
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1.6.4 	 The categories of people who may be asked to
 
are listed below:
participate in the assessment 


a 	 Subordinates to the PAM (e.g., assistant warden)
 
and other individuals who are likely to wor! as
 
PAMs in the future;
 

b 	 Protected Area Manager (PAM);
 

Officers senior to PAMs, and other individuals who
c 

have recently worked as PAMs;
 

d 	 Field Operations Director (FOD);
 

e 	 Trainers/lecturers at wildlife institutions where
 
PAMs receive training; and
 

f 	 Research Officers.
 

1.7 	 TARGET COUNTRIES
 

1.7.1 	 The PA.,CS assessment is intended to cover as many
 
countries in eastern, central and southern Africa as
 
possible. In this way, the end product should provide
 
a comprehensive assessment of the training needs and
 
opportunities over a sizeable part the continent.
 

1.7.2 	 Practical realities, however, will inevitably dictate
 
that in-depth assessments can only be done in some
 
countries, limited assessments in others' and no
 

In-depth assessments
assessments in yet others. 

involve in-country site visits and follow the
 
methodology described in this document. Limited
 
assessments involve more cursory asses3ments, often
 
conducted 	from outside the country using means
 
available (limited use of the questionnaire throtjiui
 
selective interviews and mailings, collection of
 
baseline data through telephone interviews, litera.dre
 
searches, 	etc.).
 

The practical realities that dictate where assessments
1.7.3 


are conducted include, but are not limited to:
 

a 	 government cooperation;
 

b 	 USAID cooperation;
 

civil war/unrest;
 

13
 

c 



d 	 relative importance placed on a country's
 
biodiversity and protected areas vis a vis other
 
countries in the region; and
 

e 	 potential for follow-on activities.
 

1.7.4 	 A categorization of countries was made. Decisions
 
regarding priorities for the use of time and funds
 
among these countries was the joint responsibility,of
 
regional managers and their respective core team
 
members.
 

1.7.4.1 	 The categorization of countries is as follows:
 

Eastern Africa
 

In-Depth Assessments: Tanzania (including Zanzibar),
 
Kenya, Uganda, Ethiopia.
 

Limited Assessments: So-alia.
 

Central Africa
 

In-Depth Assessments: Cameroon, Congo, Rwanda, X re.
 

Limited Assessments: Burundi, Central African
 
Republic, Gabon.
 

Southern Africa
 

In-Depth Assessments: Botswana, Malawi, Zambia,
 
Zimbabwe.
 

Limited Assessment: Mozambique.
 

Special Assessment (training opportunities only):
 
Republic of South Africa.
 

1.8 	 PRELIMINARY GROUNDWORK
 

1.8.1 	 Regional Managers arranged an initial meeting with a
 
senior official of the appropriate government CA in
 
each country to describe the PARCS project. In a
 
subsequent meeting, which may be have been attended by
 
the authority's training officer as well, the following
 
information was sought:
 

a 	 organizational structure for the whole Department
 
and, if available, for individual protected areas;
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b 	 minimum requirements for, and descriptions of, the
 
job of PAM, FOD, and other positions as
 
appropriate;
 

training records;
c 


(how 	often provided?
d 	 in-service training programs 

who plans them? numbers of staff attending
 
courses? financing?, etc.);
 

formal wildlife training institutions used (,t.o
e 

attends them? how many?);
 

f 	 other training opportunities (workshops, seminars:
 
who attends? how many? financing?);
 

g 	 number of Departmental training officers (job
 
descriptions?); and
 

h 	 training programs (annual budget, evaluations,
 
constraints).
 

Since PARCS is intended to be conducted in an adaptive
1.8.2 

manner, reflecting the needs and wishes of government
 
programs and interests in training, the government "As
 
were invited to plan how the PARCS project shoulr
 
conducted.
 

1.8.3 It was explained to the CAs that the preferred (PARCS)
 
strategy for conducting the questionnaire is for the
 
RMs to hold interviews and discussions with PAMs and
 
make 	site visits to directly observe Protected Area
 
management. The RMs would, however, tailor their
 
approach to individual country circumstances. Options
 
for conducting the questionnaire were:
 

a 	 to explain the questionnaire and have the PAM
 
fill it out with the RM nearby to assist;
 

b 	 to explain the questionnaire and leave it foi uhe
 
PAM to fill it out on his/her own time;
 

to explain the questionnaire in a workshop and
 
have PAMs fill it out individually;
 

c 


d 	 to mail out the questionnaire; and
 

e 	 to use a consultant or colleague to do one or more
 
of options a-c.
 

15
 



1.8.4 	 The CA Director was then invited to decide which method
 
was best for the PARCS assessment, and requested to
 
help set up meetings and/or workshops with PAMs. The
 
Director was also asked to recommend people to talk to
 
about training opportunities.
 

1.8.5 	 RMs then arranged meetings with FODs during which they
 
were asked to complete the needs assessment
 

own
quest:ionnaire as an independent validation of PAMs' 

responses.
 

1.8.6 	 Where appropriate, the RM discussed the FODs' position
 

and training needs, including such topics as:
 

a 	 Strategic planning;
 

b 	 Development and compliance of policies,
 
procedures, and standardc;
 

c 	 Representation of organization and public 
relations; 

d 	 Planning optimal deployment of well-motivated
 
competent staff;
 

e 	 Development and achievement of operational p! is
 
and budgets;
 

f 	 Planning for availability and optimal deplo-"ient
 
of technical specialist services from headquarters
 
to protected areas;
 

g 	 Ensuring availability of hardware and software
 
necessary to achieve organization's objectives,
 
within budget; and
 

h 	 Managing concessions in protected areas.
 

1.8.7 	 The FOD was asked to:
 

a 	 verify that these are the key aspects of the b
 
and to comment on the list;
 

b 	 indicate what kind of training is needed to
 
accomplish these tasks; and
 

discuss what the constraints to obtaining this
 
training.
 

c 
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SECTION 2:
 
TRAINING NEEDS ASSESSMENT
 

2.1 INTRODUCTION
 

2.1.1 	 Protected area system
 

2.1.1.1 	 Botswana lies within two of Africa's major biomes 
(phytochoria) - the Zambezian Regional Centre of 

Endemism (ZRCE) and the Kalahari-Highveld TransiLo.
 
Zone (KHTZ). ZRCE is the largest biome in the
 
Afrotropical Realm and probably has the richest and
 
most diverse flora ot all Africa's phytocnoria, with
 
the widest range of vegetation types. KHTZ is
 
floristically quite rich with more than 3500 spp;
 
however, it is faunistically impoverished with low
 
levels of 	endemism and biodiversity. [For further
 
details see White, 1983; Mackinnon & Mackinnon, 1986
 
and IUCN, 	1987.]
 

2.1.1.2 	 Botswana has three categories of land tenure: communal
 
grazing areas, state land, and commercial farming
 
areas. Seventeen percent of the country is under
 
National Parks and Game Reserves (Table 1) and lFi
 
than 1% is forestry land. There are three Natio
 
Parks, eight Game Reserves and five Forest Reser
 

2.1.1.3 	 The Government of Botswana has recently created tLelve
 
new Wildlife Management Areas (WMAs) whose stewardship
 
will be turned over to local communities. DWNP will be
 
responsible for implementing national policies of
 
resource management, conservation, and tourism in these
 
areas.
 

2.1.1.4 	 The twelve new 9MAs cover an area of 165,952 km2, or
 
28% of the country. Thus, DWNP will be responsible for
 
wildlife conservation and management programs in over
 
40% of Botswana (Table 2).
 

2.1.1.5 	 WMAs will be areas where both consumptive and non­
conr'imptive use of wildlife will be the primary fo± L of
 
land use. None of the WMAs has been gazetted as t"
Vy
 
are in various stages of acceptance at local authority
 
level.
 

BEST AVAILABLE DOCUMENT
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Table 1 National Parks, Game Reser'es, and Forest Reserves of
 
Botswana, and their area
 

Name of Protected Area 


Chobe 


Nxai Pan 


Gemsbok 


Central Kalahari 


Moremi 


Mabuasehube 


Makgadikgadi 


Khutse 


Manyelanong 


Maun 


Gaberone 


Chobe 


Kasane 


Kazuma 


Sibuyu 


Maikaelelo 


Status 


National Park 


National Park 


National Park 


Game Reserve 


Game Reserve 


Game Reserve 


Game Reserve 


Game Reserve 


Game Reserve 


Game Reserve 


Game Reserve 


Forest Reserve 


Forest Reserve 


Forest Reserve 


Forest Reserve 


Forest Reserve 


Area (km2) 

11 000 

2 100
 

26 000
 

52 800
 

3 900
 

3 900
 

2 500
 

1 800
 

3
 

3
 

4
 

2 400
 

1 200
 

128
 

1 010
 

300
 



Table 2 Proposed Wildlife Management Areas, Botswana
 

Name 


Nunga 


Masama/Kanyu 


Tamafupa 


Ngamiland 


West Sandveld 


Grootlaagace 


East Ghanzi 


West Ghanzi 


Kgalagadi 


Kweneng 


Ngwaketse 


2 )
Area (km


2 334
 

12 938
 

11 138
 

22 444
 

3 234
 

3 853
 

55 159
 

11 616
 

34 481
 

6 075
 

2 672
 



2.1.2 	 Protected Area Authority
 

2.1.2.1 	 The Department of Wildlife and National Parks (DWNP) is
 
responsible for protected area management and
 
conservation in Botswana. It also controls hunting
 
through the issue of licenses and permits and is
 
responsible for the implementation of wildlife
 
conservation education programs.
 

DWNP consists of six Divisions:
2.1.2.2 


* Research;
 
* National Parks & Game Reserves;
 
* Wildlife Management & Utilization;
 
* Administration;
 
* Training Institute; and
 
* Conservation Education.
 

2.1.2.3 	 The organizational structure cf DWNP is given below.
 

DIRECTOR
 

DEPUTY DIRECTOR
 

ManaQement
 

Technical District Corporate Human Aviatic
 
Computer
 

Cadre Wildlife Management Resources Unit Unit
 

Divisions
 

Nat. Parks Wildlife Management Research BWTI
 
Reserves Conserv. & Utilization
 

DIVISION OF NATIONAL PARKS & GAME RESERVES
 

ASSISTANT 	DIRFr'TOR (FOD)
 

Regional Wildlife Officer
 

Warden (PAM)
 

Assistant 	Warden
 

Scouts
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2.1.2.3 


2.1.3 


2.1.3.1 


2.1.3.2 


2.1.3.3 


2.1.3.4 


2.1.3.5 


the countries
The DWNP structure is like none other of 

participating in the PARCS Southern Africa Region.
 

With its many Divisions, each headed by an Assistant
 
the role of protected area management is
Dir-ector, 


The result of this structuring
very much fragmented. 

is that PAMs are mainly responsible for visitor
 

management and not much else.
 

National Conservation Policy
 

A Wildlife Conservation Policy received Parliamentary
 

approval in 1986. The WCP objectives were:
 

to increase use of wildlife resources;
 

to develop a commercial w:.ldlife industry for
 
economic opportunities in the rural sector; and
 

to increase the supply of game meat.
 

Sustainable utilization of resources was to be pursued
 

by developing resources into a rurally-based industry
 

as well as a source of nutrition, and therefore
 
ensuring the participation and benefit of citizens.
 

Existing legislation was to be adapted, or new
 

legislation introduced, to facilitate development cf
 

the wildlife resource industry.
 

a
The Ministry of Commerce and industry carried ouu 

the WCP and showed that o­cost-benefit analysis of 


every additional cost to the Government of 1 Pula,
 
26 Pula would accrue. Furthermore,
benefits of 15 to 


at leat 500 new permanent jobs would be created.
 

Additional comments on the WCP are:
 

0 	 the importance of granting land-owners custodial
 
rights to wildlife;
 

0 	 compulsory requirements for fencing for wildlife
 
utilization activities;
 

minimizing taxation on wildlife production; ard
* 


* 	 minimizing licensing fees for citizens.
 

A separate Government Policy on Tourism was approved in
 

1990. The objectives of the Tourism Policy are to
 
provide sustainable benefits to Botswana from tourism
 
resources such as landscape, wildlife and culture.
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2.1.3.6 	 Development of tourism is to be primarily a private
 
sector concern, with Government acting to promote and
 
regulate the industry.
 

The Wildlife and Tourism Policies are linked under the
2.1.3.7 

umbrella of the National Conservation Strategy (NCS)
 
set out in 1990. The NCS goals are to:
 

increase the effectiveness with which natural
 
resources 	are managed and used, with optimization
 
of benefits and minimization of environmental
 
impacts; and
 

integrate the activities of sectoral ministries
 
and interest groups to improve the development of
 
national resources through conservation and vice
 
versa.
 

2.1.3.8 	 The NCS identifies wildlife utilization as one or --he
 
main sustainable development opportunities based :n
 
natural resources.
 

2.1.4 	 Status of Current Training Programs: The Botswana
 
Wildlife Training Institute (BWTI)
 

2.1.4.1 	 The Botswana Wildlife Training Institute (BWTI) at Maun
 
was established in 1979. At the time its main
 
objectives were to provide pre- and in-service training
 
programs for all categories of staff, serve as an
 
operational base for the dissemination of informa on
 

4,1
on wildlife conservation, and provide facilities 


wildlife education for Government authorities and tie
 
general public (Pfau, 1991). It was also recommern d
 
that BWTI 	offers training for community leaders of
 
wildlife utilization schemes and for personnel from
 
private sector wildlife industries (Pfau, g. cit.).
 

2.1.4.2 	 There is a proposal to rehabilitate BWTI in order to
 
meet the training demands of DWNP which is to assume
 
responsibility for wildlife management on tribal and
 
stat_ lands and wildlife management areas which
 
together constitute 23% of Botswana's land area
 
(Chemonics/NRMP, 1991).
 

2.1.4.3 	 An evaluation of BWTI has already been conducted (Pfau,
 
p. cit.). which is closely linked to the trainir-I
 
objectives of the Chemonics/NRMP (1991) proposal. ahe
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key points raised in these reports, relating to
 
training in DWNP in general, and specific to BWTI, are:
 

DWNP needs to undergo a transformation over the
 
next decade to accomplish its vital role in
 
implementing national policies on wildlife,
 
conservation and tourism
 

This transformation must develop the capacity,
 
through training, to support policy goals.
 

0 	 DWNP will be unable to meet its responsibilities
 
unless training & management are radically
 
reformed.
 

a 	 Supervisors expect too much from formal training,
 
and too little from on--he-job training. This
 
thinking needs to be altered.
 

a 	 A comprehensive and effective training program
 
will require a complete overhaul of BWTI.
 

The proposed training and management program needs
 
to consist of induction/basic and certificate
 
training at BWTI, with additional, specialized
 
training obtained through other institutions,
 
regional and international.
 

All DWNP wildlife staff should participate in an
 
induction training course (at BWTI) to establish a
 
uniform understanding cf the Department's goals
 
and 	responsibilities.
 

The nine-month certificate course at BWTI sno Id
 
be restructured as a series of training modules,
 
each addressing a group of closely-related skills.
 

If the proposal to re-habilitate BWTI comes to
 
fruition, then many, if not most, of the training needs
 
of PAMs identified later in this report with will
 
adequately addressed. It is therefore essential that
 
any action to address training needs of PAMs in Phase
 
II must be carefully considered in light of initiatives
 
already proposed. Reference to the Chemonics/NRMP
 
proposal document should be mandatory at all stages in
 
any proposed activities in Botswana.
 

2.1.4.1 There are seven formal wildlife institutions in th.
 
region offering diploma courses in wildlife managei .nt
 
(Annexe 2). However, only one institution, Mweka
 
College, remains the best alternative despite a nL ,er
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of constraints (gaps in syllabus, decreasing staff, and
 
inadequate scholarship funding).
 

The best training for field-biologists is available at
 

the various Technikon programs in South Africa and
 

Namibia. 	However, a major constraint on Bozswana
 
nationals 	attending these institutions is the high
 

entry-level requirements.
 

2.1.4.2 	 University training, both under-graduate and post­

graduate, in wildlife-related subjects is available
 
from at a 	number of traditional institutions (Annexe
 
2). Recruitment into DWNP of B.Sc. graduates from
 
University of Botswana is increasing.
 

2.2 METHODS
 

2.2.1 	 Introduction
 

2.2.1.1 	 At the end of 1991 approximately 44% of all
 
supervisory, scientific and training positions in DWNP
 

were either vacant or occupied by expatriates
 
(including Peace Corps Volunteers).
 

This shortage of staff was still apparent at the time
 
the RM visited Gaberone to interview PAMs for the
 
training needs assessment. Four PCVs had been were
 
acting as 	PAMs, some with Batswana counterparts, for
 
more than 	a year. That situation clearly placed a
 
constraint on PAM training needs assessments in
 
Botswana since PCVs could not contribute in a
 
meaningful way to the self-evaluation of job skilis.
 
PCV-PAMs were therefore asked only to validate skills
 
levels (as they perceived them for PAMs in Botswala),
 
and not indicate their own levels of skill for earni
 
component 	of the job.
 

2.2.2 	 Data Collection
 

2.2.2.1 	 Three visits were made to Botswana to hand out
 
questionnaires and conduct interviews: 26 November-2
 
December, 1992; 14-25 January and 5-6 May, 1993.
 
Locations visited included the Botswana Wildlife
 
Training Institute, Maun; DWNP HQ in Gaberone, and
 
Chobe and Nxai Pan National Parks.
 

Before PAMs started to complete the questionnaire, a
 
presentation on the PARCS Project, its goals and
 
objectives was given. The RM introduced the
 
questionnaire as PARCS' perception of the tasks, skills
 
and competencies required to be an effective PAM. It
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was then explained that the questionnaire is a tool to
 
help PAMs identify their own training needs.
 

During a discussion with PAMs following completion of
 
the questionnaire, general views on its utility were
 
sought.
 

2.2.2.3 	 Two IUCN categories of protected area fall under the 
jurisdiction of DWNP: Management Category II -

National Parks and Management Category IV - Game 
Reserve (i.e. GMA). Both categories were included in 
the questionnaire sample taken in Botswana. 

2.2.3 	 FODs Training Needs
 

2.2.3.1 	 The training needs of FODs in Botswana were not
 
determined through questionnaire analysis. These were
 
discussed during interviews and based on questions set
 
out in paragraph 1.8.6.
 

2.2.4 	 Data Analysis
 

2.2.4.1 	 Results from the analyses of questionnaire data were
 
expected to provide the backbone of the training needs
 
assessment. In the first instance it would be
 
necessary to determine whether or not the levels of
 
knowledge ('some', 'working', 'in-depth') considered
 
appropriate by PARCS for skills in the various
 
competencies within each Main Division of the Job were
 
in agreement with those considered appropriate by the
 
different 	categories of respondents (Assistant PAMs,
 
PAMs, FODs, Research Officers, Trainers, etc.). A
 
validation analysis was therefore designed which
 
compared PARCS' scores with respondents' scores for
 
each question. An average percentage agreement between
 
PARCS' and respondents' scores was calculated and, if
 
above 70%, the questionnaire was considered
 
'validated', with the levels of knowledge set by PARCS
 
being considered on average to be correct.
 

2.2.4.2 	 To determine where a gap in knowledge occurred between
 
what was required for a given skill (as set by PARCS
 
and validated by respondents) and the actual level of
 
knowledge possessed by each respondent, i.e. a training
 
need, a 'gap' analysis wps carried out. This analysis
 
involved comparing PARCS' and respondents' scores and
 
looking for positive differences (i.e. gaps of +1, 1-2
 
and +3). Positive scores arise when the level of
 
knowledge set by PARCS for a given skill is higher han
 
the level possessed by the respondent. The bigger -he
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gap, the greater the training need. Negative scores
 
and scores of zero indicate that a respondent has
 

same as set by PARCS
higher knowledge (or at least the 

) than that required for the skill in question.
 

2.2.4.3 	 Although PAMs were the principal target group for the
 

training needs assessment, other groups (e.g. FODs,
 
were also asked to complete
Research Officers, etc.) 


questionnaires, not to assess their own training needs
 

but rather, to 	indicate what they thought the levels of
 

skill knowledge were for PAMs they had worked with
 
and/or supervised. This was deemed important from the
 
point of view of obtaining perspectiveq on PAMs skills
 

and training needs from sources other than PAMq.
 

2.2.5 	 Analysis of Questionnaire
 

2.2.5.1 	 To facilitate analysis of all data generated by the
 
questionnaire, a set of Data Sheets was designed to
 
store and 	sort data and to facilitate computer
 
analysis. The following seven Data Sheets comprised
 
the set:
 

DATA SHEET A: 	 Recording 'Accountabilities &
 
Responsibilities' additional to those
 
associated with each Main Division of
 
the Job.
 

DATA SHEET B: Recording scores of 'Knowledge' skills
 
(both the score which respondents
 
considered to reflect the skill level
 
required to do the job of a PAM, and the
 
score which respondents considered
 
reflected PAMs skill levels).
 

DATA SHEET C: Recording responses to statements o.
 
'Mental & Social' skills.
 

DATA SHEET D: 	 Recording responses to the three
 
'Attitudes' questions.
 

DATA SHEET E: 	 Recording knowledge of languages and
 
computers.
 

DATA SHEET F: 	 For listing the three training
 
priorities identified by respondents
 
linking them to the sixteen Competencies
 
and eleven Main Divisions of the Job in
 
the questionnaire.
 

Sheet F is also used to list the f( n of
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training considered best to address each
 
training priority.
 

DATA SHEET G: 	 For summarizing training already
 
received as described in Row L of :he
 
questionnaire.
 

2.2.6 	 Gender Ratio
 

2.2.6.1 	 The gender of each respondent completing a
 
questionnaire was recorded to determine the relative
 
proportions of men and women involved in protected area
 
management in Botswana.
 

Of the nine Assistant PAMs and PAMs who completed
 
questionnaires and/or interviewed, two were women
 
(including one PCV).
 

2.3 RESULTS AND DISCUSSION
 

Introduction
 

Throughout this Section of the report reference will be made
 
to figures and 	tables which present results drawn from
 
various analyses of questionnaire data. Each figure and
 
table is defined by a PARCS number which generally refers to
 
the paragraph in the Results Section where the figure/table
 
is presented. 	These PARCS numbers are to be used in all
 
country reports to allow direct comparisons of training
 
needs within and between countries in the thi:e regions in
 
which PARCS Phase I was conducted. However, because of
 
individual country differences in data collection and
 
presentation it may be necessary to include new figures and
 
tables and/or delete others. Each figure and table wh-n
 
presented in its chronological order will, where
 
appropriate, be accompanied by its PARCS number in
 
parenthesis.
 

The Over-arching Questions described in Section 1.3 address
 
the main issues of the PARCS project and will be dealt with
 
in that same sequence in both this Section and the
 
Discussion to follow.
 

2.3.1 Data 	Collection
 

2.3.1.1 	 A summary of the number of questionnaires given out and
 
completed, and the number of people interviewed during
 
the three visits to Botswana are given in Table 3.
 

25
 



Table 3 Summary of data collected during two visits to
 

Botswana, November 1992 and January 1993
 

HOURS OF INTERVIEWS - 24PEOPLE INTERVIEWED-- 18 


GIVEN OUT 17 COMPLETED - 1iQUESTIONNAIRES: 


Position Interview Method * Total
 
only 1 	 2 

3 	 1 7 11
PAM + Asst PAM 

(incl US Peace
 
Corps Vol.)
 

2
Regional PAM 	 2 


FOD (for PAMs) 1 	 2 3
 

1 1
Trainer 


L 1 10 	 17TOTALS 	 6 


* 	 1 = questionnaire was completed in presence of RM 

2 = questionnaire instructions were explained & 
questionnaire on
respondents complete 


their own
 



2.3.1.2 	 Only eleven of the eighteen questionnaires handed out
 
were completed and returned, giving an overall return
 
rate of 61% (Table 2).
 

One questionnaire was given to a Field Associate, but
 
it was not filled out and returned.
 

2.3.2 	 Respondents' Years of Service and Years as a PAM
 

2.3.2.1 	 The PARCS Reference Number, unique to each
 
questionnaire, contained coded information on how long
 
the respondent had been in the service of his/her
 
department and how long he/she had held the post of
 
PAM.
 

The years 	of service and years as a PAM for eight
 
respondents in Botswana are shown in Figures 1 and 2
 
(PARCS 2.3.3a and 2.3.3b)
 

2.3.2.2 	 Figure 1 shows that three of the eight PAMs/Assistant
 
PAMs (including PCVs) who completed questionnaires had
 
served in the DWNP for five or less years, and four for
 
more than ten.
 

Five respondents indicated that they had held the post
 
of PAM for less than five years, and the other three,
 
between six and ten years (Figure 2).
 

2.3.2.3 	 Although the sample size is small, there does appear to
 
be a trend towards more recent recruitment of protected
 
area management staff. It was found that PAMs who have
 
held their posts for only a few years tend to place
 
more emphasis on the role of formal training in skill
 
development than more experienced PAMs, who consider
 
on-the-job training equally, if not more, important.
 
This finding needs to be borne in mind when
 
interpreting some of the results of the training 'teeds
 
assessment.
 

2.3.3 	 What are the responsibilities of a PAM? Are they
 
universally recognized?
 

2.3.3.1 	 PAM: Job Description & Responsibilities
 

2.3.3.1.1 	Among staff of DWNP, including the various categories
 
of PAMs, FODs and other senior departmental officers, a
 
high level of consensus was reached on the nature of
 
responsibilities of PAMs in Botswana.
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None of the respondents made any significant additions
 
or deletions to Column 1, Rows A-K, under
 

'Accountability & Responsibilities'
 

2.3.3.1.2 	Since detailed job descriptions for PAMs were either
 
non-existent or non-available there was no possibility
 
of matching PARCS' perceptions of responsibilities with
 

any official, written, departmental ones.
 

2.3.3.2 	 Validation Analysis for Knowledge Skills
 

2.3.3.2.1 	In terms of validation between PAMs' and PARCS' scores
 
for 'Knowledge' skills (Columns 2-7, Rows A-K), an
 
analysis was conducted which compared the scores given
 
by PAMs in the left-hand box of questions 1-64 under
 
'Knowledge', with those of PARCS.
 

The results of the validation are given in Figure 3
 
(PARCS 2.3.4b). The six sets of histograms show where
 

positive differences (values 0,1,2,3) and negative
 
differences (-1, -2, -3) between PAM and PARCS scores
 
for the six 'Knowledge' competencies occurred.
 
Positive values (over-scored) indicate that PAMs
 
consider the level of knowledge required to perform a
 

given skill is lower than the level considered
 
(underscored)
appropriate by PARCS, and negative values 


indicate that higher levels of knowledge are required.
 

2.3.3.3 	 Technical (Wildlife/Tourism) Knowledge
 

2.3.3.3.1 On the whole PAMs felt that the levels of technical
 
knowledge required for their jobs was lower than the
 

levels set by PARCS. Fourteen of the questions were
 
(of 2 or
considered over-scored, with major differences 


3) in knowledge levels for "anti-poaching techniques",
 
"intervention methods", "design and placement of
 
tourism infrastructures" and "research methodoloiies".
 

2.3.3.3.2 The degree to which PAMs considered PARCS had
 
a good
overscored on technical skill knowledge is 


indication of the rather narrow scope of
 
responsibilities PAMs presently have. Anti-poaching
 
and law enforcement, which are key areas of
 
responsibility for PAMs in countries neighboring
 
Botswana, are here often handled by the Botswana
 
Defence Force (BDF). Similarly, issues relating to
 
intervention procedures and research, are the
 
responsibility of other Divisions (Management &
 
Utilization, and Research) within DWNP.
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2.3.3.4 	 Management Knowledge
 

2.3.3.4.1 	For 'Management', PAMs were generally much more in
 
agreement with PARCS as to the levels of knowledge set.
 
If anything, PARCS slightly underscored throughout, but
 
noticeably in the management of casual labor and public
 
relations activities. One the other hand, one PAM felt
 
that PARCS had set the knowledge level for protected
 
area versus conflict management too high.
 

2.3.3.5 	 21anning nowledge
 

2.3.3.5.1 	It is, perhaps, a reflection of the few demands on
 
planning skills that PAMs generally considered PARCS to
 
have set knowledge levels in this competency too high.
 

In keeping with the points made in 2.3.3.3.1, planning
 
anti-poaching patrols, tourism development and
 
protected 	area management, three key areas that were
 
deemed overscored by PARCS, are largely outside the
 
scope of responsibility of PAMs in Botswana.
 

However, 90% of respondents thought that PARCS hac
 
underscored on knowledge of the development of ret arch
 
plans, which suggests that PAMs need/would like to know
 
more about how research activities are planned and
 
conducted.
 

2.3.3.6 	 Legal Knowledge
 

2.3.3.6.1 	Although PAMs may not be closely involved with anti­
poaching and other legal activities associated with
 
enforcing protected area legislation, the results of
 
the validation exercise here clearly show that they
 
feel they 	need to know more about civil law and its
 
ramifications. In particular, laws relating to laLor
 
employment, concessions, sub-contracting, and cormnu_,.ity
 
conservation program development were thought to ve
 
important enough for some PAMs to disagree with, what
 
was in their opinion, a less-than-appropriate level of
 
knowledge set for these skills by PARCS.
 

some areas (5 of
2.3.3.6.2 	To balance the above view, there were 

9) where PARCS was knowledge levels were thought to
 
have been set too high. These were:
 

fire-arm regulations;
 

* contract law;
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* intervention procedures (e.g. problem animal
 

control);
 

* specimen collection and export; and
 

* public relations issues.
 

This finding again possibly indicates the little
 
relevance these issues have to PAMs' responsibilities.
 

2.3.3.7 	 Policies & Procedures Knowledge
 

2.3.3.7.1 There was general consensus on the levels of knowledge
 
required for the various components of this competency
 
except that a minority of PAMs felt that PARCS had
 
overscored on:
 

construction policies;
 

standards 	and procurement;
 

finances and accounting; and
 

public relations.
 

2.3.3.8 	 Financial & Accounting Knowledge
 

2.3.3.8.1 	PAMs have very little to do with the financial aspects
 
of managing protected areas. Financial control is
 
highly centralized in DWNP and PAMs have virtually no
 
immediate access to finances in the field.
 

The results here support the view that PAMs require
 
only a little knowledge of financial and accounting
 
procedures in their day-to-day management of protected
 

Five of the six skills in this competency were
areas. 

regarded as over-scored by PARCS, particularly ger±z -al
 
accounting principles, community-based financial
 
processes, research budgeting and cost estimatior
 

2.3.3.9 	 A measure of agreement for the validation scores (PAMs
 
versus PARCS) was determined by considering all
 
questions for which the validation scores were either
 
+1, 0 or -1, i.e. relatively accurate. The percentage
 
of responses in these three categories for all six
 
competencies under 'Knowledge' are shown in Table 4
 
(PARCS 2.3.4c). If the average of those responses in
 
each competency is greater than or equal to 701, then
 
the PARCS score is considered validated and will be
 
used in future analyses of comparison.
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For Botswana, competency averages ranged between 85.3%
 
(Financial & Accounting) to 94.8% (Planning), with an
 
overall accuracy score of 91% (Table 4 [PARCS 2.3.4c]).
 

2.3.3.10 	Two FODs and a Trainer (lecturer at BWTI) were
 
requested to complete the questionnaire in order the
 
validate both the PARCS' and average country scores for
 
each question (Table 5 [PARCS 2.3.4d]) . In general,
 
there was close agreement between the target
 
validators' scores and those of PARCS and PAMS.
 

The only major discrepancy was the Trainer's opinion
 
that 'In-depth' Knowledge was required for Research
 
Budgeting, as compared to the 'average' of between
 
'some' and 'Working'
 

2.3.3.11 	Changing Views on the Role of a PAM
 

2.3.3.11.1 	 Among the sample of PAMs/Assistant PAMs (n=8) who
 
completed questionnaires, three (excluding the
 
PCVs) had been in the employment of the DWNP for
 
only up to five years, and three, for more than
 
six (Figs 1 and 2 (PARCS 2.3.3a & b]).
 

In discussion with these officers it was apparent
 
that the role of a PAM in protected area
 
conservation and management was not fully
 
understood or appreciated. The questionnaire
 
itself vastly improved the PAMs' perception of the
 
skills required of the job, and confirmed PARCS'
 
view that their present views on the role of a PAM
 
were not up-to-date.
 

PAMs who had held their posts for more than five
 
years felt that considerable changes were
 
occurring in protected area management in
 
Botswana. Most notable were the anticipated new
 
responsibilities relating to community-based
 
resource utilization and tourism management.
 

2.3.3.12 	Discussion
 

2.3.3.12.1 	 During post-questionnaire discussions with PAMs
 
two important points were consistently raised:
 

(i) 	the style and structure of the questionnaire
 
greatly increased awareness of the scope of
 
responsibilities and skills needed of PAMs in
 
Africa; and
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(ii) 	for the first time ever, PAMs were given the
 
opportunity to evaluate themselves in terms
 
of job skills, at the same time contributing
 
significantly to a needs assessment designed
 
to address their own skills enhancement
 

2.3.3.12.2 	 The questionnaire was further considered by DWNP
 
staff to be useful in setting down future
 
guidelines for training needs and stimulating the
 
development of a1 effective In-Service training
 
program for PAMs.
 

2.3.4 	 Are PAMs skilled to the level necessary to do the
 
job? If not, where are the deficiencies?
 

2.3.4.1 'Gap' Analysis for Knowledge Skills
 

2.3.4.1.1 A 'Gap Analysis' was used to compare PAMs' 'Knowledge'
 
scores against PARCS' scores. This analysis was
 
designed to give an indication of the difference
 
between PAMs' perceived skill levels and skill levels
 
deemed necessary by PARCS. The results are shown in
 
Figure 4 (PARCS 2.3.5a).
 

Each 	of the six histograms, representing the six
 
competencies under 'Knowledge', show the differences in
 
scores between PAMs and PARCS. Negative values
 
indicate the PAMs' skill is higher than that required
 
for the job; positive values indicate a training need, 
and zero values indicate exact agreement between PAMs 
and PARCS as to required knowledge. The greater t-e 
difference between PAMs' and PARCS' positive scot , 

the greater the training need in that competency. 

2.3.4.2 Technical (Wildlife & Tourism) Knowledge
 

2.3.4.2.1 Training needs (i.e., scores > 0) were identified for
 
16 of the 17 skills (Column 2, Rows A-K) under
 
Technical Knowledge.
 

Knowledge of the regional/national/global context for
 
the establishment of protected areas was the only skill
 
for which training was not needed.
 

Most training, i.e., gaps of two of more, was
 
identified for all skills related to:
 

infrastructure design and development;
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* law enforcement;
 

* tourism and visitors' services;
 

* intervention techniques;
 

* research methodologies; and
 

* methods of resource conservation.
 

2.3.4.2.2 	These results generally support the claim by FODs that
 
PAMs and Assistant PAMs trained either at Mweka College
 
or BWTI are deficient in those technical skills
 
required to be effective managers of Botswana's
 
protected 	area system.
 

The deficiencies may also be indicative of the small
 
scope of responsibilities that PAMs have at present,
 
and the results here could be interpreted as training
 
"wants" as much as training "needs".
 

2.3.4.3 	 Management Knowledge
 

2.3.4.3.1 Again, training needs were identified across the board
 
in this competency, but with two areas in particular
 
needing further skill development: preventative
 
maintenance (buildings and equipment) and protect
 
area versus people conflict management.
 

2.3.4.3.2 The need for preventative maintenance training is
 
interpreted to mean that because of centralized
 
financial control in DWNP, PAMs often have to conduct
 
emergency repair work on buildings and equipment until
 
money for the purchase of spare-parts, etc. is
 
released. If this system of control continues, then it
 
is imperative that PAMs receive appropriate maintenance
 
training to ensure the continued functioning of his/her
 
protected area.
 

2.3.4.4 	 Planning Knowledge
 

2.3.4.4.1 	Planning as a whole was perceived as a key area foc
 
further training. Eleven of the twelve skills in his
 
competency require 'In-depth' or 'Working' Knowledqe,
 
most of the PAMs responded they had only 'Some'.
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The main areas where knowledge levels were idenified
 

as needing to be raised from 'Some' to 'In-depth' were:
 

* 	 financial planning;
 

strategic 	planning;
0 


visitor/tourism planning;
9 


a 	 developing intervention program plans; and
 

0 	 resource management planning.
 

2.3.4.5 	 Legal Knowledge
 

2.3.4.5.1 	Training needs were identified for eight of the nine
 
legal skills listed. Four skills in particular were
 
considered key areas for higher levels of training by
 
at least 80% of respondents:
 

0 	 the legal aspects of collecting and exporting
 
materials and specimens;
 

* 	 laws relating to arrest and prosecution;
 

* 	 intervention programs; and
 

0 	 protected area legislation.
 

2.3.4.5.2 	The legal aspects of protected area management aae no
 
longer restricted to patrolling, and apprehension and
 
prosecution of poachers. Today, PAMs need to be
 
equipped with a much wider range of legal knowledge
 
covering human rights, trade and commerce, and p-blic
 
relations.
 

PAMs have indicated that they are deficient in most
 
areas of legislation pertaining to protected area
 
management. They have identified especially, the need
 
for greater depth of knowleege of the legal aspects of
 
scientific collection and trade in wildlife products.
 

2.3.4.6 	 Policies & Procedures Knowledge
 

2.3.4.6.1 This competency ranked high in training needs for eight
 
of the ten skills (scores of at least 2). One PiM gave
 
a score of three for training needs in policies related
 
to maintenance and construction, and to procurement
 
procedures.
 

33 



2.3.4.6.2 	Policies and Procedures is a competency with which PAMs
 
have had little expcrience. it is a group of skills
 
which is normally required of staff in more senior,
 
decision-making positions. But, as the scope of PAMs'
 
responsibilities broadens they will be drawn into
 
situations where knowledge of these skills is required,
 
as indicated in particular, for dealing with community
 
conservation programs.
 

2.3.4.7 	 Financial & Accounting Knowledge
 

2.3.4.7.1 	Training needs were identified for five skills under
 
this competency, with greatest gaps (scores of 2 or 3)
 
occurring in the following areas:
 

9 	 principles of accounting and internal control;
 

* 	 community-based financial procedures and fund
 
disbursement;
 

* 	 budget allocation for research activities; and
 

0 	 cost estimations for management plan
 
recommendations.
 

2.3.4.7.2 	PAMs are not normally involved in major budgeting and
 
financial allocation processes, but they often have
 
local (i.e. specific to their own protected area)
 
budgeting responsibilities.
 

De-centralization of financial control has always 'seen
 
a sensitive issue, but the sooner PAMs become famiiiar
 
with accounting procedures the more competent they will
 
become in dealing with thc important financial issues
 
they have targeted as needing improved knowledge. This
 
is particularly relevant to community conservation
 
programs.
 
Basic skills in finance and accounting can be learned
 
through specialized In-service training, or by
 
attendance at courses run by business institutions in
 
the private sector.
 

2.3.4.8 	 Discussion
 

2.3.4.8.1 Since target validators' (FODs) validation scores and
 
those of PA4s themselves were similar to PARCS' scores
 
(all > 70% agreement), no further gap analysis was
 
needed to be carrie' out.
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2.3.4.8.2 To determine where the training needs existed in the
 
six competencies under 'Fnowledge', the average
 
(country) value of the difference in skill level
 
(positive scores of 1, 2 and 3) between what PARCS
 
considered necessary and what PAMs actually possessed,
 
was calculated for each of the 64 questions under
 
'Knowledge' in the questionnaire (Table 6 [PARCS
 

2.3.5d]).
 

2.3.4.8.3 From Table 6, the highest difference between the
 
average country score and PARCS' score (i.e. the
 
greatest training need identified) for a given skill
 
was 2.0. This high value was recorded for Financial & 
Accounting knowledge relating to community-based
 
resource use and resource sharing. Other high average
 
gaps indicating training needs were found for:
 

* 	 Intervention techniques/programs (policies and
 

procedures);
 

0 	 Infrastructure techniques (tourism and visitors);
 

0 	 Context of protected area location (public
 
relations);
 

People versus protected area conflict management;
* 


* 	 Policies and procedures related to community
 
conservation programs;
 

* 	 Research budgets and allocations;
 

a 	 Tourism/visitor services planning; and
 

a 	 Legal aspects of collecting and exporting
 
specimens and materials.
 

2.3.4.8.4 Data from Table 6 can also be used to derive average
 
scores for training needs in the eleven Main Divisions
 
of the Job.
 

For Botswana, the four highest needs were found in (in
 
descending order):
 

H: 	 Ensuring harmonious relationships with neighboring
 
communities.
 

G: 	 Ensuring intervention programs are completed to
 
budget and time-table.
 

F: 	 Ensuring optimum levels of visitor satisfaction.
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B: 	 Ensuring appropriate infrastructure is developed
 

and maintained within budget.
 

Less important training needs were identified for:
 

D: 	 Ensuring development of tactical plans and
 
budgets.
 

C: 	 Ensuring the financial and accounting integrity of
 
the protected area.
 

E: 	 Ensuring all activities with the protected area
 
comply with laws and regulations.
 

J: 	 Representing the protected area and its interests
 
in public meetings.
 

K: 	 Ensuring an appropriate balance between resource
 
conservation and use in the protected area.
 

I: 	 Being aware of research activities and progress
 
against plan.
 

A: 	 Ensuring the availability of a competent and well­
motivated staff.
 

2.3.4.8.5 	The percentage of questions (skills) in each competency
 
for which least 60% of respondents considered further
 
skill training was required is shown in Table 6.
 

Four of the six competencies stand out in having at
 
least 75% of associated skills requiring further
 
training:
 

* 	 Policies & Procedures;
 

* 	 Finance & Accounting;
 

* 	 Technical (Wildlife/Tourism); and
 

* 	 Planning.
 

The competency with the lowest percentage (40%) of
 
questions identified for further training by 60% or
 
more of respondents, was 'Management'
 

2.3.4.9 	 Validation Analysis for Mental & Social Skills
 

2.3.4.9.1 	Validation analyses were also carried out on 'Mental'
 
and 'Social' skills (columns 8-14 of the questionnaire)
 
using the "Yes" responses to questions under each of
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the seven competencies. "Yes" responses meant that
 
respondents agreed with PARCS that the skill under
 
question was required for his/her job as a PAM. If the
 
percentage agreement between PARCS and PAMs for "Yes"
 
responses was >70% then the 'Mental' and 'Social'
 
Skills component of PARCS' job description for PAMs was
 
considered validated.
 

Figure 5 (PARCS 2.3.6a) shows that a high level (-f
 
agreement between PARCS and PAMs was reached, with an
 
overall accuracy score of 90%. All seven competenc-es
 
had accuracy scores of between 80% and 93%.
 

2.3.4.9.2 To find out where PAMs considered skills identified by
 
PARCS as unnecessary or inappropriate for their job, an
 
analysis of "No" responses was conducted (Table 8
 
[PARCS 2.3.6b]).
 

The principal areas (Main Divisions of the Job) where
 
PAMs regarded skills unnecessary or inappropriate were:
 

C: 	 Ensuring the financial and accounting integrity of
 
the protected area. 

D: Ensuring Development and Achievement of Tact 
Plans and Budgets, and Contributing to Str-e. 

il 
'c 

Planning. 

G: 	 Ensuring agreed intervention programs are
 
completed to budget and time-table.
 

I: 	 Being aware of research activities and progress
 
against plan.
 

J: 	 Representing the protected area and its interests
 
in public meetings.
 

2.3.4.9.3 	Low scores for 'Mental' and 'Social' Skills are shiown
 
in Table 9 (PARCS 2.3.7ai). Low scores are those f
 
value 1 or 2 (none or poor). Competencies identit -d
 
as having significant training needs, (i.e. high
 
cumulative scores of 1 and/or 2), are as follows:
 

'Creativity';
0 


'Evaluation';
0 


'Oral' & 'Written' Skills; and
0 


* 	 'Working with Others'.
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For Main Divisions of the Job, highest cumulative
 
scores were recorded for D, G, J (see 2.3.4.9.2 above)
 
and B: Ensuring appropriate infrastructure is
 
maintained & developed within budget.
 

2.3.4.9.4 Throughout the world's conservation arenas there has
 
been a traditional rivalry between "management" and
 

Both groups can argue convincingly
"research" camps. 

that one is more important than the other. This
 
rivalry has often led to serious rifts in conservation
 
agencies, where management and research function
 
separately, but supposedly towards common conservation
 
objectives.
 

It is now common-place in most Government protected
 
area authorities that research staff have little
 
understanding of, or interest in, management techniques
 
and objectives, and vice versa. However, there is a
 
move these days towards what is known as "adaptive
 
management" which closely links research and monitoring
 
with trial-and-error conservation management. PAMs
 
therefore need 	to more fully understand and appreciate
 
the role of research and be able to grasp the
 
significance of research findings. Under 'Mental & 
Social' Skills 	training needs, there appears to be a
 
common theme related to understanding what research is
 
all about.
 

The DWNP should therefore take appropriate steps to
 
ensure that PAMs who are weak in comprehension arid
 
evaluation of research procedures receive training that
 
improves their 	ability to incorporate "research
 
thinking" into 	management techniques and objectives.
 

2.3.4.10 Attitudes
 

2.3.4.10.1 	 Aside from possessing technical skills and
 
knowledge, PAMs must develop leadership qualities
 
which encourage subordinates to consider seriously
 
their own roles in protected area management.
 
Team-building is an important component of a PAM's
 
responsibility.
 

In order to discover how PAMs tackled the issue of
 
instilling appropriate attitudes towards
 
conservation in their staff, they were asked to
 
indicate what methods they used, or would use, to
 
instil work ethics, commitment to conservation,
 
and positive attitudes towards local communities
 
(Competencies 15, 16 & 17 in the Questionnaire).
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The PAMs' responses (see Methodology, Annexe 1)
 
were analyzed on the basis of their years of
 
experience in protected area management.
 

2.3.4.10.2 Only three basic approaches to instilling work
 
ethics were recorded for PAMs in Botswana (Fig. 6
 
[PARCS 2.3.8a]). The sample size was too small to
 
detect any real trends related to PAMs' number of
 
years of service, however PAMs from all three
 
'Years of Service' categories indicated that
 
between six and ten years experience indicated
 
that instilling work ethics was achieved by
 
showing hard work and dedication through example.
 

One PAM with less than five years experience felt
 
that encouraging subordinate staff to participate
 
in program formulation was an appropriate method.
 
Another PAM with between six and ten year service
 
ccnsidered that cultivating good working
 
relationships with staff was important for
 
instilling work ethics.
 

2.3.4.10.3 PAMs identified six methods they used, or would
 
use, to instil commitment to conservation in their
 
staff (Figure 7 [PARCS 2.3.8b]).
 

For PAMs with less than five years job experience,
 
those included:
 

explaining the value of conservation by
 
conducting regular meetings to discuss
 
conservation ethics;
 

demonstrating the importance of conservqcion
 
in relation to human needs; and
 

explaining the cost/benefits of conservahton.
 

One PAM with between six and ten years service
 
selected the second of the three methods above
 
used by PAMs with less than five years experience.
 

Longer-serving PAMs, with more than ten years in
 
DWNP identified the following methods:
 

showing dedication to national, regional and
 
local conservation objectives;
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becoming involved in extension conservation
 
activities; and
 

participating in the design, implementation
 
and analysis of law enforcement programs.
 

Methods used by PAMs to instil positive attitudes
2.3.4.10.4 

to local communities are shown in Figure 8 (PARCS
 
2.3.8c).
 

Four methods were identified, one of which was
 
common to all three 'Years of Service' categories,
 
namely, instructing staff on the value of
 
harmonious relationships with adjacent communities
 
to the conservation objectives of the protected
 
area.
 

Two PAMs, with between one and five years service,
 
identified two different methods: taking an active
 
role in conflict resolution, and seeking ways in
 
which tangible benefits can accrue to communities
 
from the protected area's resources without
 
compromising the area's conservation objectives.
 
The fourth method, selected by a PAM with mor
 
than ten years service was, accepting the validity
 
of community participation in protected area
 
management.
 

2.3.4.10.5 One pleasing aspect of the Attitudes analysis is
 
the fact that PAMs feel that a participatory
 
approach best serves their goals to instil
 
conservation ethics and commitment in their staff.
 
Every effort should be made to encourage and
 
cultivate this kind of approach, especially in
 
dealings with community-based conservation
 
programs.
 

2.3.4.11 Language Skills
 

2.3.4.11.1 Since protected area and adjacent community-based
 
conservation objectives frequently need to be
 
linked to strengthen and support national/regional
 
strategies for the rational, sustainable use of
 
natural resources, PAM, are having to become
 
increasingly involved with local community issues.
 
Often, this involvement centers on resolving
 
conflicts between protected area and community
 
interests.
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The ability of PAMs to communicate effectively
 
with community leaders, in the language spoken by
 

concern
local communities, over matters of mutual 

is seen by PARCS as an important asset for PAMs to
 
have.
 

To find out to 	what extent PAMs possessed this
 
basic ability, 	they were asked to indicate "Yes"
 
or "No" to the 	question "Do you speak a lany:-ge
 
understood by local communities living around your
 
protected area?"
 

2.3.4.11.2 	 The results are shown in Figure 9 (PARCS 2.3.9)
 
and clearly indicate that the small sample of PAMS
 
in Botswana can communicate with community leaders
 
through common language.
 

The reason for asking the question in the first
 
place was not evaluate a PAM's skill in languages;
 
but rather, to 	gauge the sensitivity of HQ staff
 
in positioning 	PAMs where lack of effective
 
communication could hamper dialogue over
 
'orotected area versus community' conflict
 
resolution.
 

2.3.4.11.3 	 During interviews, PAMs did raise the point that
 
if they could not speak a language spoken by local
 
communities around a protected area, they would
 
expect DWNP to give them language training before
 
being sent to their post.
 

2.3.4.12 Computer Skills
 

2.3.4.12.1 	 Three respondents (40%) indicated that they had
 
computer skills (Figure 10 [PARCS 2.3.10a]);
 

PCVs who had learne§
however, two of them were 

their skills prior to coming to Botswana.
 

2.3.4.12.2 	 Word-processing and data storage were the two uses
 
to which computers were put (Fig. 11 [PARCS
 
2.3.10b]). Computers were not used in the remote
 
field stations were PAMs were posted; rather,
 
computers were used, when available, at DWNP
 
headquarters in Gaberone.
 

2.3.5 What 	training has been received by current PAMs that is
 
perceived by them as useful? How much? What kinds?
 
Relevant to which job requirements?
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2.3.5.1 	 At the bottom of each competency column in the
 
questionnaire (i.e. Row K) respondents were asked to
 
indicate which type of training had contributed most to
 
their current level of knowledge of skills in that
 
competency.
 

Four 	kinds of training are recognized:
 

Formal Wildlife (Institutional);
0 


0 	 Formal (Other), which includes short courses at
 
non-wildlife institutions, seminars, workshops,
 
etc;
 

* 	 In-Service; and
 

0 	 On-the-Job.
 

Further information on training received during
 
employment with DWNP was recorded during post­
questionnaire discussions with PAMs.
 

2.3.5.2 	 Table 10 (PARCS 2.3.12) shows which kinds of trairi-ng
 
have been received by PAMs in each of the sixteen
 

.s
competencies under Knowledge, Mental & Social Ski 

and Attitudes. Formal wildlife training was indicated
 
for all sixteen competencies; In-service training for
 
eight competencies; and On-the-Job for only three
 
competencies.
 

Formal training here includes both Mweka College and
 
BWTI, although the latter is generally considered 'In­
service' by DWNP.
 

2.3.5.3 	 It might be worth pointing out the unusual situation
 
that On-the-Job training was considered to have
 
contributed to the development of skills in the least
 
number of competencies, only three: Management,
 
Creativity and Evaluation.
 

The sample of PAMS on which Table 10 was based included
 
five 	with more than six years service. It is expected
 
therefore 	that On-the-Job training should have played a
 
much 	wider role in contributing to job skills than
 
indicated 	here.
 

If, indeed, the results in Table 10 are a true
 
reflection of the role of various kinds of training
 
received, 	then perhaps the small contribution of On-

the-Job training is a further indication of the limited
 
scope of responsibilities PAMs have in Botswana.
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On-the-Job training is very much a 'hands-on', self­
motivated 	type of instruction. If responsibility for
 
the functioning of protected areas is divided between
 
several Units within DWNP, then the opportunities for
 
PAMs to accumulate 'hands-on' experience in all aspects
 
of protected area management may therefore be limited.
 

In order to find out how perceptions of training
2.3.5.4 

changed with the number of years of departmental
 
service, PAMs were grouped into five-year categories of
 
experience (1-5, 6-10, >10) and asked which kinds of
 
training were considered to have contributed most to
 
protected 	area management skills. The results are
 
shown in Figures 12-14 (PARCS 2.3.12gi-3).
 

Three PAMs with less than five years experience
2.3.5.5 

considered that three types of training-- Formal
 
(Institutional) Wildlife, In-service and On-the-Job-­
contributed most to skill development in all thirteen
 
of the sixteen job competencies.
 

'In-service' may be taken here to include BWTI, which
 
if combined with 'Formal', i.e. Mweka College, gives
 
the result that Formal, institutional training is
 
perceived to have contributed most to skill
 
development.
 

The one PAM with between six and ten years experience
2.3.5.6 

indicated that only In-service training (BWTI) had
 
contributed most to skills development.
 

2.3.5.7 	 It is expected that with increased job experience,
 
PAMs' perceptions of various types of training and how
 
they contribute to skill development, are likely to
 
change (see 2.3.5.5 above). Therefore, it comes as a
 
surprise that PAMs with more than ten years experience
 
still consider training (Formal Institutional) received
 
at Mweka and BWTI (In-service) as contributing most to
 
skills development (11 of 16 competencies: Figure 14
 
[PARCS 2.3.12g3]).
 

In only three competencies-- Management, Creativity and
 
Evaluation-- was On-the-Job training considered most
 
important.
 

PAMs who were interviewed, but did not complete
 
questionnaires, supported the view that with increasing
 
time in the position of PAM, formal wildlife training
 
should take on less significance and be replaced by On-

the-Job training.
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2.3.5.8 Training Priorities
 

2.3.5.8.1 After completing the questionnaire PAMs were asked to
 

indicate their three most important training
 
to see
priorities. The objective of this exercise was 


if indicated training priorities matched training needs
 

determined by the gap analysis (2.3.4).
 

The indicated training priorities, in terms of Main
 

Divisions of the Job, were:
 

J: Public Relations; 

F: Tourism/visitors' Services, especially 
interpretation techniques; 

K: Resource Management; 

A: Personnel Administration; 

C: Finance & Accounting; 

D: Tactical Planning; and 

H: Community Conservation work. 

2.3.5.8.2 Only one of the training priorities listed above.
 
Tourism and Visitors' Services appears amongst the four
 
top training needs identified by the gap analysis
 
(2.3.4.8.4).
 

The highest-ranked training need, Community-based
 
Conservation activities, ranked lowest in priority.
 
The second- and fourth-ranked training needs,
 
Intervention Programs and Infrastructure Development
 
and Maintenance, did not appear at all on the list of
 
PAMs' training priorities.
 

2.3.5.8.3 What these results probably show is the difference
 
between what PAMs actually need in training and what
 
they would prefer.
 

There is no doubt that all the priorities listed above
 
are legitimate ones, further training in which wo: Ld
 
enhance PAMs' protected area management skills. But
 
given that there are bound to be constraints on the
 
scope of training made available to PAMs, it would be
 
in DWNP's best interests to address the needs rather
 
than the preferences.
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2.3.6 	 What are the constraints on PAMs meeting their job
 
responsibilities? Where does training fit in?
 

2.3.6.1 	 Since the mid-1970's the quality of Mweka College
 
graduates recruited into DWNP has fallen considerably.
 
This situation may have come about as a result of
 
either one or two key factors, or both: viz., a drop in
 
the standard of secondary school graduates, and a
 
decline in the quality of instruction received at
 
Mweka.
 

2.3.6.2 	 Aside from the declining quality of training at Mweka
 
College, other constraints on PAMs meeting their job
 
responsibilities, include
 

o 	 the lack of follow-up training once PAMs have
 

moved to field positions;
 

6 	 litt'e or no assessment of training needs;
 

* 	 inadequate use of BWTI to provide In-service, and
 
refresher courses; and
 

* 	 little opportunity for On-the-Job training.
 

2.3.6.3 	 The issue of On-the-Job training has already been
 
touched upon in 2.3.5.3, but will be re-stated heze.
 

Lack of On-the-Job training, or opportunity for i
 
must be seen as a major constraint on PAMs effectively
 
carrying out their job responsibilities. It seems that
 
not enough devolvement of responsibility or authority
 
has come down to PAMs in the field to allow them to
 
make on-the-spot decisions on even very basic protected
 
area management issues. Such decision-making authority
 
is essential to On-the-job training.
 

Furthermore, PAMs need to be more involved with the
 
activities and programs of other Divisions of DWNP, at
 
least from a "working knowledge" point-of-view. W
 
enforcement, conservation education, research anO
 
utilization are all major components of protected rea
 
management; PAMs could be exposed to these componei ts
 
by periodic, short-term, On-the-Job training
 
assignments in the different Divisions of DWNP.
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Assessment of Field Operations Directors (FODs)
2.3.7 


2.3.7.1 	 Although two FODs participated in the Phase I
 
assessment, neither was able to give enough time to a
 
full discussion of their own training needs. What
 
follows is a rather sketchy impression of the key
 
training needs identified during brief meetings at DWNP
 
headquarters in Gaberone.
 

2.3.7.2 	 One FOD placed high priority on staffing and personnel
 
management, including monitoring and evaluation of
 
training records of all levels of staff. Closely
 
linked to staff management was the need for skills in
 
developing and preparing job descriptions.
 

2.3.7.3 	 One of the key elements of a PAM's job is
 
tourism/visitor management, and all aspects of this
 
management component (from visitor services to visitor
 
impacts) is seen by FODs to be a high skill priority.
 

2.3.7.4 	 In keeping with the proposed community-based wildlife
 
utilization schemes (see 2.1.4.2), FODs indicated that
 
they would like to have more 'hands-on' experience with
 
community conservation programs such as CAMPFIRE in
 
Zimbabwe.
 

2.3.8 	 What further training is required?
 

2.3.8.1 	 The answer to what further training is required fr
 
PAMs must 	take account of what PAMs themselves see as
 
deficiencies in their protected area management skills
 
and what their supervisors regard as deficiencies.
 

The PARCS project has highlighted key areas of skill
 
improvement needed by PAMs in Botswana to enhance their
 
job performance (see Gap Analysis above), and these are
 
summarized below:
 

* 	 Ensuring harmonious relationships with neighboring
 
communities;
 

0 	 Ensuring intervention programs are completed 'o
 
budget and time-table;
 

Ensuring optimum levels of visitor satisfaction;
0 


Ensuring appropriate infrastructure is developed
 
and maintained within budget;
 

0 


Ensuring development of tactical plans and
 
budgets;
 

0 
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Ensuring the financial and accounting integrity of
 
the protected area;
 

Ensuring all activities with the protected area
 
comply with laws and regulations;
 

Representing the protected area and its interests
 
in public meetings;
 

0 	 Ensuring an appropriate balance between resource
 
conservation and use in the protected area;
 

* 	 Being aware of research activities & progress
 
against plan;
 

* 	 Ensuring the availability of a competent and well­
motivated staff; and
 

0 	 Mental & Social Skills: Creativity, Evaluation,
 
Oral & Written Skills, and Working with Others.
 

This 	list should serve as a basis for any In-service
2.3.8.2 

training courses developed specifically for PAMs,
 
either at BWTI or other venues in DWNP.
 

The list could also be referred to when evaluating
 
other training institutes (including universities,
 
Tecknikons, business colleges, etc) for their
 
appropriateness in providing relevant training foi
 
PAMs.
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SECTION 3:
 
TRAINING OPPORTUNITi1eS ASSESSMENT
 

3.1 	Through discussions with DWNP headquarters staff (including
 
FODs) and taking information from the questionnaires, it was
 
possible to draw up a list of the various institutions
 
either currently used, c'r could be potentially used, by DWNP
 
to train staff (Annexe 2).
 

3.2 	 Mweka College has been the institution of choice for
 
training PAMs, and protocol considerations may need to be
 
reviewed (Mweka College is the SADCC regional wildlife
 
training center) when the rehabilitation of BWTI is
 
complete.
 

However, BWTI probably cannot address all DWNP's training
 
needs. Therefore, Mweka College will continue to play an
 
important role in PAM training.
 

3.3 	 The proposed BWTI certificate program (Chemonics/NRMP, 1991)
 
is to be redesigned to offer a series of four-to-ten week
 
in-service training modules.
 

It is expected that between modules, staff enrolled at BWTI
 
will 	return to field service to put into practice the skills
 
they 	have recently learned.
 

It is relevant to note that some of the proposed moduj-s, at
 
least in title, address training needs identified in t is
 
assessment. They include:
 

a 	 Public Relations and Communications;
 

* 	 Computer Training;
 

• 	 Problem Animal Control (Intervention Techniques);
 

9 	 Law Enforcement and Anti-poaching;
 

0 	 Administration;
 

0 	 Conservation;
 

0 	 Interpretation;
 

a 	 Business Management Skills; and
 

0 	 Wildlife Management.
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3.4 Linkages in training between DWNP and the Department of
 

Tourism are expected to provide short-term, immediate
 
benefits to a select number of supervisory and management
 
staff from DWNP and the private and public sectors of
 

tourism.
 

It is proposed that BWTI will cffer tourism training to DWNP
 
staff in the following areas:
 

Understanding Nature Tourism;
 

Cultural History and Diversity of Botswana; and
 

Field Course.
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SECTION 4:
 
RECOMMENDATIONS
 

4.1 What 	present programs could be enlarged or restructured to
 

include training opportunities for PAMs?
 

4.1.1 	 In-Service Training: BWTI Rehabilitation
 

4.1.1.1 	 The most significant training initiative potentially
 
underway for PAMs in Botswana is the rehabilitation of
 
BWTI. This restructuring is specifically designed to
 
address the training needs of DWNP in light of its
 
largely expanded mandate to implement national policies
 
relating to wildlife, conservation and tourism.
 

All cadres of staff are expected to benefit from
 
training offered at BWTI. However, initially, the main
 
emphasis will b2 on induction/basic training for new
 
recruits into DWNP.
 

4.1.1.2 	 An opportunity exists therefore, to take results from
 
the PARCS Phase I training needs assessment and suggest
 
their incorporation into the new training modules to be
 
designed for BWTI.
 

The titles of proposed modules cover many of the key
 
areas of skills training identified by PAMs. By
 
reviewing 	in detail specific skills requiring further
 
development (see Gap Analysis in this report),
 
recommendations for including appropriate subject
 
matter, at the required skill level, could be ma.. o
 
ensure that PAMs receive the training they have
 
identified as being necessary to effect their job
 
responsibilities.
 

4.1.1.3 	 PARCS could play a pivotal role in identifying the
 
tonics that need to be included in training modules
 
designed for PAMs, in particular, topics that are not
 
presently covered in the proposed list of modules
 
scheduled to be developed under the rehabilitation
 
scheme.
 

4.1.2 	 On-the-Job Training: Cross-Divisional Assignment
 

4.1.2.1 	 Opportunities for On-the-Job training need to be
 
created for PAMs. Lack of such opportunities is seen
 
as a major constraint on PAMs effectively carrying out
 
their job responsibilities.
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Insufficient devolvement of authority comes down to
 
PAMs in the field to allow them to make on-the-spot
 
decisions 	on even very basic protected area management
 
issues. Such decision-making authority is essential to
 
On-the-job training.
 

Furthermore, PAMs need to be more involved with the
 
activities and programs of other Divisions of DWNP, at
 
least from a "working knowledge" point-of-view, which
 
have a direct bearing on effective protected area
 
management.
 

Law enforcement, conservation education, research, and
 
utilization are all major components of a PAM's
 
responsibilities, and it is strongly recommended that
 
they are exposed to these components by periodic,
 
short-term, on-the-job training assignments in the
 
different Divisions of DWNP (Conservation Education,
 
Management & Utilization, Research).
 

Special attention would need to be paid to skills
 
development in areas identified by the training needs.
 
assessment (gap analysis).
 

4.1.2.2 	 Cross-Divisional on-the-job training could be directly
 
linked to modular training at BWTI. New
 
skills/concepts taught to PAMs could be tested during
 
short-term attachments to apprcpriate Divisional staff.
 

4.2 Other recommended training initiatives and programs
 

4.2.1 	 One objective of the PARCS project is to assist
 
participating, and more specifically, target couij Lies
 
to develop appropriate and sustainable training
 
programs for PAMs. Another objective is to promote
 
inter- and intra-regional approaches to training by
 
providing opportunities for contact between PAMs from
 
different countries and for them to participate in
 
regional training programs. For example, a key area of
 
training identified by PAMs in Botswana was in
 
community-based conservation projects.
 

4.2.2 	 In-keeping with the cross-regional approach to PAM
 
training, selected PAMs might be sent to Zimbabwe to
 
get first-hand experience of the CAMPFIRE program to
 
enhance their knowledge and understanding of how
 
community-based wildlife conservation projects are
 
designed and operated.
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Glossary of Terms 

Core Team: U.S.-based representatives of the NGOs collaborating on the PARCS project. 

Field Operations Director (FOD): Manager in the headquarters office (central or regional) who 

is responsible for managing field operations in protected areas across the country. 

Formal Training: Training received through enrollment at an institute or university. 

In-Depth Assessments: Assessments conducted under the PARCS project that involve in-country 

site visits and follow the methodology of PARCS Phase I. 

In-service Training: Short-term training (less than 6 months) organized by an individual's 

employer (e.g., parks department) that is undertaken during an individual's term of service. In­

service training may be external or internal. External in-service training is provided by an entity 

other than the employer. Internal in-service training is provided by the employer. In-service 

training that is provided to new employees before they assume their responsibilities may also be 

called induction training. 

Limited Assessments: Assessments conducted under the PARCS project that do not involve 

completion of in-country questionnaires. 

On-the-Job Training: Training received through informal means during the normal course of 

work, such as being given or seeking guidance from other colleagues and supervisors, learning 

by doing, overlap with individuals formerly holding positions, and handover notes left by 

predecessors. 

Other Training: Training received through means other than formal institutions, in-service 

training, or on-the-job training. Other types of training may include workshops, seminars and 

conferences. 

Protected Area: An area of land and/or water that has been set aside, by law, to conserve 

natural resources and be managed by the public sector. 

Protected Area Manager (PAM): Highest-ranking manager on-site in a protected area. 

Regional Managers: Persons designated by the NGOs collaborating on the PARCS project to 

conduct the field assessments in southern, central, and eastern Africa. 
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I. The Approach 

1. Africa's system of national parks and protected areas constitutes one of the most 
important safeguards of the continent's rich biological diversity. Protected Area Managers 
(PAMs), the decision makers in the field, play a critical role in the overall functioning of these 
areas. In recent years, a number of observations related to training for effective protected area 
management, drawn from experiences in the field, have been made. They include: 

o The job of a PAM is becoming an increasingly complex task, requiring technical skills 
relating not only to wildlife and tourism, but to management, planning, law, policies, 
finance and accounting as well. 

o Traditional training institutions and programs in Africa generally have not kept pace 
with the increasing demands of the PAM's job. 

o Courses offered at leading wildlife institutions are often too theoretical, academic. 
broad-based, host-country specific, and/or habitat-specific. 

o Few PAMs have access to the formal training opportunities available. 

o Few data exist on the effectiveness, relevance, and value of traditional and non­
traditional forms of training for PAMs. 

o The capacity for institutions to train and develop training programs needs to be 
strengthened. 

o Existing training institutions and programs need to revamp their curricula to address 
the specific needs of PAMs. 

o Relevant training opportunities outside the traditional conservation sector need to be 
identified and made available to PAMs. 

2. In the early 1990s, a few members of the conservation community began to search for 
data to support or refute these observations regarding training and protected area managers. It 
was found that most recent assessments of training in Africa have concentrated on non­
managerial staff in protected areas (particularly rangers). Those that concentrate on managerial 
staff have tended to focus on numbers of people requiring training to meet staffing projections. 
In 1986, for example, the United Nations Food and Agriculture Organization (FAO) provided 

a quantitative assessment of human resource needs for protected area management in Africa 
(Jingu, 1986). There was no attempt in this assessment, however, to examine the content of the 
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training being offered or to evaluate the merit of the training offered with respect to current 
needs in protected area management. 

3. Dr. Graham Child and Leonard D. Sefu (1987) assessed the needs and priorities for 
training in wildlife management and utilization in the Southern African Development 
Coordination Conference (SADCC) region. The assessment involved structured questions that 
included a series of functions commonly undertaken by wildlife agencies. Top management was 
requested to rank these as having high, medium, or low significance within their overall 
operations. These functions were divided into skills needed to execute them. One of the main 
conclusions of the Child and Sefu report was that outside assistance should focus on middle or 
upper (or professional) level training. Particular emphasis was placed on equipping the warden 
grade to undertake its wide-ranging responsibilities, including command, control and 
development of lower levels of field staff. The findings of the Child and Sefu report provided 
some relevant and useful data for the SADCC region. On the whole, however, the report does 
not provide sufficient breadth of data to support or refute the observations listed above. 

4. The Protected Area Conservation Strategy (PARCS) assessment was developed, in part, 
to fill the data gap on training needs, priorities, constraints, and opportunities among protected 
area managers. The PARCS needs assessment builds on the breakdown of functions adopted in 
the Child and Sefu assessment, but expands the scope to include a broader range of skills. The 
PARCS assessment departs from earlier assessments, however, in a number of ways. First, it 
embraces a participatory approach in that the assessment allows protected area managers 
themselves to: (i) determine the skills required for the job of protected area manager, (ii) assess 
their own skill levels, and (iii) help identify where training is presently being obtained in the 
required skills. Second, the assessment identifies specific, targeted training needs and then 
examines a wide range of opportunities to match these needs. Finally, the assessment covers 
the bulk of southern, eastern and central Africa, thus enabling findings across countries and 
regions to be compared and facilitating the cross-fertilization of ideas and initiatives. 
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I. The Proiect 

5. The PARCS project seeks to address two questions: 

(i) What skills do Protected Area Managers need to enhance the conservation of 
Africa's protected areas? 

(ii) What can be done to provide Protected Area Managers with training for these 
skills? 

6. 	 The PARCS project will address these questions by: 

(i) 	 undertaking an assessment of training needs, priorities, constraints, and 
opportunities for PAMs in three regions of sub-Saharan Africa (east, central, and 
southern); 

(ii) 	 establishing a pilot program in each of the three regions to implement 
recommendations from this assessment; and 

(iii) 	 developing a broad series of recommendations for training protected area 
management staff. 

7. The PARCS project is envisioned as a multi-year activity. During the first year (Phase 
I) the assessment of training needs, priorities, constraints, and opportunities for PAMs will be 
completed. Specifically for PAMs, the assessment is designed to: 

(i) 	 assess skills needed for effective protected area management; 

(ii) 	 assess present skill levels; 

(iii) 	 determine the types, amount and frequency of training currently received; 

(iv) 	 assess training needs; 

(v) 	 identify constraints to adequate and effective training; 

(vi) 	 identify the institutions and programs presently used for training; 

(vii) 	 identify potential opportunities for relevant training; and 

(viii) 	 identify pilot activities to test innovative training methods. 
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8. The information collected in Phase I will be used to guide the development of appropriate 

pilot programs for training in each of the three regions in Africa to test models of effective 
At the

approaches, program structures, and teaching methodologies for training (years 2 - 5). 

conclusion of the project, specific training approaches will have been tested and a broad series 

of recommendations for training protected area management staff will have been developed. 

I. The Process 

9. The PARCS project is managed by the Biodiversity Support Program (BSP) and 

implemented by a collaborative group of three nongovernmental organizations: The African 

Wildlife Foundation (AWF), Wildlife Conservation International (WCI), and World Wildlife 

Fund (WWF). AWF is the lead organization in east Africa, WWF leads PARCS in southern 

Africa, and WCI has assumed lead responsibility in francophone central Africa. 

10. Funding for PARCS comes from the Bureau for Africa of the United States Agency for 
Research and TechnicalInternational Development (USAID) through the Office of Analysis, 

Support/Division of Food, Agriculture, and Resources Analysis (ARTS/FARA) project for 

Policy, Analysis, Research and Technical Support (PARTS). Supplementary funding has been 

provided by WWF, with AWF, WCI, and WWF contributing staff time to the project as well. 

Each of the collaborating organizations draws from its expertise and experience with related 

ongoing activities in the field to enhance the PARCS assessments. 

11. 	 The PARCS project is led by a U.S.-based core team consisting of Kate Newman of 
Regional Managers representingBSP, Cynthia Jensen of WWF, and Amy Vedder of WCI. 

AWF (Deborah Snelson), WWF (Michael Dyer), and WCI (Annette Lanjouw) are conducting 

the PARCS assessments in the field. Barbara Pitikin of BSP coordinates the overall activities of 

the collaborative group, while Deborah Snelson provides field coordination of PARCS activities 

From the AWF office in Nairobi. Tim Resch is the USAID technical manager for the activity. 

Data analysis with Panacea software is being car-ed out by Vitalis Wafula of AWF. 

12. The methodology for the PARCS assessment was developed during a four-day workshop 

in Nairobi in August 1992. The workshop was facilitated by Peter Woolf of Price Waterhouse, 
Snelson.and attended by Barbara Pitkin, Michael Dyer, Annette Lanjouw and Deborah 

Following the workshop, the methodology was reviewed by a number of key members of the 
a sampling of wardens from severalconservation community in Kenya and Zimbabwe and 

Africa conducted a trial assessment ofAfrican countries. The Regional Manager in southern 
13 September and 2 October. The methodology was alsotraining needs in Malawi between 

reviewed by the core team in September and amended in light of those reviews. Further 
in Harare,revisions were made following the mid-term review meeting for the project held 

Regional conducted a data analysisZimbabwe, December 8 - 12, 1992. The Managers 
A second data workshop in Nairobi is scheduled forworkshop in Nairobi March 15 - 19, 1993. 

May .A - 28. BEST AVAILABLE DOCUMENT 
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1Y, Tar2et Groups and Geographical Focus
 

13. The primary target group for the PARCS assessment is the Protected Area Manager, the 

highest ra,,ing manager on-site in a protected area. Across the many countries in the PARCS 
assessment, a wide variety of individuals with a muldplicity of tides may act as PAM (e.g., 
regional officers, warden, senior warden). In order to identify the appropriate indi',.'uals for 
the assessment in each country, it is necessary to carefully exa...ine organizational structures and 
job descriptions. 

14. In some counL.es, problems inprotected area management may be a result of individuals 
at the directorate level who have little, if any, experience in such fields as management and 
planning. Hence, in countries where the PARCS Regional Manager and the relevant core team 
representative deem it possible and desirable, the assessment will be broadened to include the 
level of management above the PAM (i.e., Field Operations Director (FOD) at departmental 
headquarters). 

15. It is also recognized that in many cases, the job of PAM will eventually be filled by 
individuals immediately below the level of PAM (depending on organizationai structures 2nd the 
procedures of the organization). The Regional Manager and the core team repre-entative may 
therefore decide to include in the assessment individuals directly below the PAM level. In 
Tanzania, for example, there are senior wardens, wardens, and assistant wardens, so assistant 
wardens may be included in the assessment. Incountries such as Zaire, where there are rarely 
managerial positions below the PAM, lower levels will not be included. There is no intention 
to extend the assessment to non-managerial protected area staff (e.g., rangers, scouts and 
technicians). 

16. The categories of people who may be asked to participate in the assessment are listed 
below (i - iv are listed in hierarchical order): 

(i) 	 Subordinates to PAM (e.g., assistant warden) and other individuals who are likely 
to work as PAMs in the future; 

(ii) 	 Protected Area Manager (PAM); 

(iii) 	 Officers senior to PAMs and other individuals who have recently worked as 
PAMs; 

(iv) 	 Field Operations Director (FOD); 

(v) 	 Trainers/lecturers at wildlife institutions where PAMs receive training; and 

(vi) 	 Research Officers BEST AVAILABLE DOCUMENT 
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as in eastern, central and17. The PARCS assessment is intended to cover many counries 
product should provide a comprehensivesouthern Africa as possible. In this way, the end 


assessment of the training needs and opportunities over a sizeable portion of the continent.
 

practical realities, however, will inevitably dictate that in-depth assessments can only be18. 
done in some countries, limited assessments in others, and no assessments in yet others. In­

follow the methodology described in this
depth assessments involve in-country site visits and 

Limited assessments involve more cursory assessments, often conducted from outsidedocument. 
the country using means available (e.g., Limited use of the questionnaire through selective 

interviews and mailigs, collection of baseline data through telephone interviews, and literature 

searches). 

19. The practical realities that dictate where assessments are conducted include, but are not 

limited to: 

(i) government cooperation 

(ii) USAID concurrence/cooperation (for those countries being assessed with USAID 

funds) 

(iii) civil war/unrest 

(iv) relative importance placed on a country's biodiversity and protected areas 
other countries in the region 

(v) potential for follow-on activities. 

20. A preliminary categorization of countries has been made. These categorizations may 

change as the assessments progress. Decisions regarding pnorities for the use of time and funds 

among these countries are the joint responsibility of Regonal M:nagers and their respective core 

team members. 

21. The preliminary categorization of countries is as follows: 

E,qc Africa 

Kenya. Uganda, EthiopiaIn-Depth Assessments: Tanzania (including Zanzibar), 

Limited Assessments: Somalia 

Central Africa
 
In-Depth Assessments.:, ...Burundi, Cameroon, Congo, Rwanda. Zaire
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Southe,"n Africa 

In-Depth Assessments: Botswana, Malawi, 	 Zambia, Zimbabwe 

Limited Assessments: Lesotho, Mozambique, Republic of South Africa (training opportunities 

assessment only), Swaziland 

22. All countries given in-depth assessments will be considered potential pilot countries for 

Phase II. It is recognized that only USAID-assisted countries whose USAID missions have 
indicated that natural resource activities are a priority will be eligible for USAfD follow-on 
activities. At the same time, it is expected that the Phase I assessment will provide the rationale 
for potential pilot programs in other countries to be funded by non-USAID sources. 

V. Preliminary Groundwork 

23. For the countries in which an in-depth assessment is to be conducted, the Regional 

Managers generally initiate the process by sending a letter to heads of government departments 
that employ and train employees responsible for the management of protected areas to formally 

invite participation in the assessment exercise. Simultaneously, the BSP coordinator works with 

USAID to obtain formal clearances from the USAID missions to conduct the assessment. 

The Initial Meeting 

24. Regional Managers arrange an initial 	meeting with a senior official, usually the Director, 
at 	 Departmental headquarters. If there is a person responsible for training stationed at 

The initial meeting may be an informal one whereheadquarters, that person is also contacted. 

the Regional Manager describes the PARCS project and requests information to be collected
 
and/or appointments made in preparation for a more formal meeting. At the formal meeting at 

a standard set of information is requested (see General Information on Trainingheadquarters, 

sheets), as well as the organizational structure for the whole Department and, if available, for
 

individual protected areas.
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General InforM!aion on Trai ning 

For the PAM and FOD, the following information is requested: 

--Minimum requirements for jobs 

For subordinates to the PAM, the PAM, and FOD, the following information is requested: 

--Job descriptions for each type of job (if available, collect) 
yes no Kept for which levels?--Training records? 

For subordinates to the PAM, the PAM, seniors to the PAM, the FOD, and the FOD's seniors, 
the following information is requested: 

In-service training programs: 
Listing of titles/description 
How are they planned? 
How are decisions made on who will be trained? part of system ___personal initiative 

credentials funding other 
What is the basis for these decisions? 

--General numbers of people trained per year 

Formal wildlife training institutions: 
Listing of institutions 
How are decisions made n who will be trained? part of system ___Sersonal-

initiative credentials funding other 
What is the basis for these decisions? 

--General numbers of people trained per year 

Other training opportunities (e.g., workshops, seminars): 
Listing of titles/description 
How are they planned? 

pers.onal-How are decisions made on who will be trained? pan of system 
initiative credentials funding other 

What is the basis for these decisions? 
--General numbers of people tra.ned per year 

--Existence of training coordinator(s) within department? yes no 
If yes, what is the job descripticn? 
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.-Nurnber of trainers 

training
--Percentage of annual recurrent budget spent on 

and over last five 
.-List, by donor, the amount of donated funds devoted to .-ainirng, per annum 

years 

--Training material provided to staff? 

What kinds? 

it done? Regulations?
bonded service a-:er training? How is 

--Any form of 


Incentives/disincentives?
 

--Has there been any evaluation of the training program?
 

--General assessment of training?
 

--What are the constraints to training?
 

BEST AVAILABLE DOCUMENT
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how the PARCS 
25. At the formal meeting at headquarters, a briefing 	 is given on 

The preferred strategy for conducting the questionnaire is 
questionnaire may be administered. 

to hold 	interviews and discussions with PAMs and make site visits 
for the Regional Managers 
to directly observe protected area management. The Regional Managers must, however, tailor 

Options for conducting the questionnaire
their approach to individual country circumstances. 
are: 

fill it out with the Regional Manager 
- Explain the questionnaire and have the PAM 


nearby to assist;
 

- Explain the questionnaire and leave it for the PAM to fill out on his/her own time; 

- Explain the questionnaire in a workshop and have PAMs fill 	it out individually; 

- Mail 	out the questionnaire; or 

or more of the first three - Use a surrogate (e.g., consultant, colleague) to do one 


options.
 

PARCS is intended to be conducted in an adaptive way, reflecting the needs and wishes
26. 

The senior official is invited to decide the
of government programs and interests in training. 

help set up meetings and/or workshops with
best method for the PARCS assessment, and to 

The official is also asked to recommend people to talk to about training opportunities.
PAMs. 

Meeting the FOD 

are
27. 	 The Regional Manager may then arrange meetings with FODs during which they 

asked 	to complete the needs assessment questionnaire as an independent validation of PAMs' 
levels of PA",s in the FODs' 

responses. It is explained that by rating the general s.dll 

organization, training needs will be identified. 

position and training needs.
28. 	 The Regional Manager may decide to discuss the FODs' 

The Regional Manager presents the following as
This is intended to be an informal discussion. 

the main aspects of the FOD's job that may carry training needs:
 

1. 	 Strategic planning 
and standards2. 	 Development and compliance of policies, procedures, 

3. 	 Representation of organization and public relations 

4. 	 Planning optimal deployment of well-motivated competent staff 

5. Development and achievement of operational plans and 	budgets 

6. 	 Planning for availability and optimal deployment of technical specialist services 

from headquarters to protected areas 
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7. 	 Ensuring availability of hardware and software necessary to achieve organization's 
objectives, within budget 

8. 	 Managing concessions in protected areas 

29. 	 The FOD is asked to verify that these are the key aspects of the job and to comment on 
he list. The FOD is then asked what kind of training is needed to accomplish these tasks, what 

are his/her three prion:y aining needs and the constraints to obtaining this training. 

30. After the initial meetings have been concluded and the strategy for conducting the needs 
assessment has been set, the needs assessments are conducted as outlined in the following 
section. 

V1. The Needs Assessment 

31. 	 A questionnaire approach was adopted for the needs assessment for the following reasons: 

(i) The questionnaire could be designed as a matrix and serve as an efficient and practical 
way to present the array of specific skills required for the job of a PAM; 

(ii) The questionnaire provides a convenient tool to compare outside assessments of the 
skills required of the PAM with the PAMs' perceptions of required skills; 

(iii) The questionnaire provides a qualitative and quantitative means of assessing training 
needs; and 

(iv) The questionnaire lends itself well to standardized data extraction, manipulation, 
comparison and analyses across and within the three regions of Africa. 

32. A strength of the questionnaire is that it is not just a means of gathering information, but 
it is a training tool in and of itself. The process of leading the PAM through the questionnaire 
has been, designed to stimulate thought and discussion on the important facets of protected area 
management. In and of itself, the questionnaire may well influence the way some PAMs look 
at their jobs and their role in managing protected areas. 

33. All participants are allowed to keep a copy of the questionnaire upon completion. It is 
anticipated that the interviewee will refer back to the questionnaire and continue to think about 
the points raised and perhaps even use it to guide future work. In many African countries, 
educational material is scarce and, therefore, highly appreciated. It is our intention that the 
questionnaire will be a useful educational tool. 

BEST AVAILABLE DOCUMENT 

I1
 



pre.Ouestionaire Discussion
 

is filled out, the Regional Manager I conducts a pre­
34. Before the questionnaire 
questionnaire discusion. In that discussion, the PARCS project and its goals and objectives are 

described. The questionnaire is introduced as the PARCS team's perception of the tasks, skills 

It is explained that the questionnaire is a tool 
and competencies required of an effective PAM. 

to help PAMs identify their own training needs. In their explanation of the PARCS process, the 

Regional Managers strive to dampen any unrealistic expectations for follow-on activities. 

The Regional Managers then explain how to fill out the questionnaire. They explain that
35. 

in rows A-K and that the first column shows
the main divisions of the job are shown 

Theassociated with these main divisions of the job.
accountabilities and responsibilities 

or delete
respondent's first task is to read these responsibilities and accountabilities and add 

according to their own view of the job. 

then given. Respondents36. The instructions for completing the boxes in columns 2-7 are 

are asked to read each competency and in the left-hand box indicate their own view of the level 

of knowledge needed to do the job of a PAM within their organization successfully. Then, in 

asked to assess their own level of knowledge in this area. In the 
the right-hand box, they are 

that the questions do contain promptsit should be made cleardiscussion of columns 2-7, 
reflecting the views of the team that developed the questionnaire as to the level of knowledge 

appropriate for the job; respondents should be encouraged to differ with these views where they 

It is useful at this juncture to show how the data will be extracted from the left- and 
see fit. 

right-hand boxes to indicate whether there is a training need (see para 65).
 

Respondents are asked to 
37. The instructions for completing columns 8-14 are then given. 


read each competency and first indicate whether they think it is required to do the job of a PAM
 

successfully. Respondents are then asked to indicate their own level of ability in this area.
 

then given for the questions immediately following the questionnaire.
38. Instructions are 
It is explained that columns 15-17 should be read to help spark ideas in answering the questions 

and attitudes towards adjacent communities. 
on work ethics, commitment to conservation, 

some thought and there are 
Respondents are told that these are difficult questions that require 

The language and computer questions are then 
no wrong or right answers to these questions. 

localis explained with respect to working with
explained; the importance of language 

communities.
 

come to the bottom of each column they should 
39. Respondents are told that when they 

formal wildlife training
complete compartment L by indicating which form of training (e.g., 

other) has contributed most to their 
institutions, in-service training, on-the-job training, or 

u. the term Rcirional Manager 
' While Regional Managers may uua. surrogates t conduct certain poruons of he PARCS a-sarn 


will be used thrmouhout.
 

12 BEST AVAILABLE DOCUMENT 

Iqo
 



knov,.iedge of the subject in that column. They are also asked to list any additional training 

received past primary school not recorded in row L on the blank final page of the questionnaire. 

Finally, they are asked to list their three training priorities on the last page of the questionnaire. 

40. Direct examples from the questionnaire are used liberally in the pre-questionnaire 
discussion 	 to help respondents understand how the questionnaire should be completed. 

are reminded to read the instructions carefully and to seek clarification on anyRespondents 
words/phrases or instructions not clearly understood. Respondents are also reminded to 
continuously refer back to the main divisions of the job as they go down the skills/competencies 
columns. 

41. Finally, respondents are reminded that accuracy and honesty are required in order to meet 
the objectives of the project and, therefore, the questionnaire is designed to be confidential and 
anonymous. Moreover, Regional Managers emphasize to participants that the assessment will 
not be used to assess individual training needs, but overall training needs throughout the 
protected areas in a country or region. Hence, it should be understood that people have nothing 
to lose/win by being anything but honest. Hence, there should be little reason for participants 
to deliberately provide inaccurate data. 

42. Respondents are also informed that the approximate time it will take to complete the 
questionnaire is2.5 hours. The questionnaire was created in the word processing program Word 
Perfect and has been produced in English and in French (see following Questionnaire). 
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I'ROTECTED AREAS CONSER 'HV')N STI.A'Ii( I I \H(Si: IAIIN IN E;EiS \.SES'SlNi 

the Alrican ildlilc .111 the 
11nodierilv Support 'rouL'ram are ,,rk oL,IoL.%orh'r ;i cclCAiA S. I )tie I l Ipi'ctt 
'iour oriantsalirmn. W lmrit.,Iimc li I ( r ,.;mon Inrcrratitnal. ",rid A%1dlrt I 1u1 

e prt 'A( nin ,lims 01 tIhe iv If, 
identilv the skills required [ir the jII otlprotected ,arca mra ;ier mniotor ;a ess ile trainine ncets. 

I' achicve this we have dCel0[peu a chart i(I the Iin al kills Ic(m trelincies rcqiurcd Ii I) the .ih4o prol'cTIC arLa 
manaecr. We wouid like you to assisl us ov 001,n1 r- thints: 

* 	 to check the appropriateness of tie chart to %ourpoh
 

tar assess your current skill level fir each component of the chart
 

Blefore filling in thc questionnaire pleasC read cverylhinu throtieli .cr v carefully. Ihis nforinatiin will lie conlidenciai and 
will be used to build up an analysis of the training rcquircmcnts for each country in Africa participating in the study. 

The attached chart has 17 columns and 12 rows. 

* 	 Rows A-K show main divisions of the job. 

* 	 Row L will be used to identify the types of training you have already received. 

* 	 The first column shows 'accountabilities and responsibilities' associated with each division A-K. Please add any further 
accountabilitics and responsibilities specific to your job by writing in the relevant compartment. 

* 	 Columns 2-17 show the competencies associated with your job in terms of knowledge (2-7), mental skills (8-1 I), social 
skills (12-14) and attitudes (15-17). 

You will notice that some compartments are blank. Thesc do not need to be filled in.
 

KNOWLEDGE (columns 2-7)
 

Knowledge has been grouped into four levels: 

1. None 	 has no knowledge of subject matter indicated 
2. Some 	 awarcness of the subject and general applicability 
3. Working 	 sufficient knowledge to complete rottlinc tasks 
4. 	 In-depth a breadth and depth of knowledge which enables initiative to be taken in 

non-routine situations 

n/a = not applicable in present job. Please indicate your knowledge level. 

We would like you to go down each column 2-7 and fill in the boses.
 

In the left hand box put the number which corresponds to ,our '.iew of the level of knowledge needed to do the job
 
successfully.
 

In the right hand box (shaded) put the number which corresponds to your assessment of your current knowledge.
 

eg. in E5:
 

In-depth knowledge of relevant laws 
and regulations eg. firearms, arrest, 
charging and human rights 

Such an answer shows us that the person completini the questionnaire agrees that in-depth knowledge is needed (4 in the 
left hand box). By putting 3 in the right hand box the respondent has identified a training need. 

When you come to the bottom of each column please comicle til compartment (I.) by showing which form oif training 
has contributed most to your knowlelec of the silrject in the colunin. These categories could include: Formal wildlifc 
training institutions (please specify with dates). other training opportunities (cg.workshops, seminars), In-service forma 
training (organised by your department), O)n-the-job training (skills Icarnt whilst doing your job). 
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MENTAL Ai) SOCIAL SKILLS Lilunins N.14) 

Mental and social skills have ocen ,roupeu into lour levels: 

1. None 
2. Poor 
3. Satisfactory 

4. Good 

We would like you to go down each column 8-14 and fill in the boxes. 

First of all indicate whether each skill is appropriate to your job by circling either Yes (Y) or No (N). 

Then indicate in the right hand box (shaded) your level of ability for each particular skill regardless of whether it is 
applicable to your present job. 

eg. in F9: 

determining true causes of visitor 
dissatisfaction & behaviour 

Such an answer shows that this sKill is required and the respondent has the reuuired level of skill to successfully complete 
this aspect of the job. Therefore in this particular case there is no identified training need. 

When you come to the bottom of each column please complete the compartment by showing which forms of training have 
contributed most to your skills in the subject of the column. Use the categories described before. Please list the most 
important one first. 

ATTITUDES (columns 15.17) 

The chart indicates the principal attitudes of the job. All we require you to do is to answer three questions. 

If you do not understand any of the questions in this questionnaire please leave the boxes empty and move onto the next 
question. 

In order for you to keep a record of your completed questionnaires we are providing two copies of each section and a sheet 
of carbon paper. rhe WHITE sheets (numbers 1.2. 3 & 4) are to be returned after completion. You may keep all of the 
COLOURED sheets. Once you have completed the questionnaire please carefully tear off the four white shects and return 
them in the enclosed addressed envelope. 

Thank you for helping us undertake this training needs assessment. We appreciate your time and input. 

Biodiversity
Support 

AW I WWF Program 
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fl clircus
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-itled slal * lc'p ni e JtC 'rC ,llflct IliclI5 I l".iicpiration Ill ql+.ictill;ir% cvli,i lreti,imv rc vm 

B Etisure arpror13te * Responsible and accounaoie formaintenance 
nfrastructure %ithin repair. rehatiltalion and construction 
',dget 	 . Recommending additional facilities 

C 	 Ensure inancial and Accountable and responsible for all re'enue 
accounting Integrity of the generated and disbursement (received frm 
protected area headquarters and receipts) 

* 	 Responsible for accurate accounting 

D Fnsure development and * Accountable for development of annual plan 
achievement of tactical and budget of protected area 
plans and hudgets and * Responsible for working within the agreed plan 
contribute to protected and budget 
area strategic planning * Identify strategic options in the protected area 

and contribute to strategic planning 

E 	 Fnsure that all activiies * Accountable for enforcement of law and 
within the protected area regulation and ensuring safe practices
comply with laws and throughout the protected area 
regulations 

F [Ensure orinmum levelsof * Responsible for ensunng that the hieshlI le'els 
liltor satilslactInn if v'sitor' servies and practices under sit;/her 

jurisdiction are maintained 
* 

G 	Ensure agreed intervention * Responsible for design. implementation, and 
(eg.early burning, problem evaluation of intervention programmes to meet 
animal control) conservation objectives in the protected area 
programmes are completed 
in budget and timetables 

II 	 1:nsure lirmontous * Responsihle and accountable for design and 
felationshins with implementation of a programme to achieve 
neighbounng communities harmontous relations 

* 	 Responsible for for instilling acceptance by
starf of the role of local communities in 
protected area management 

l Ie aware of research a Responsible and accountable for ensuring that 
activities and progress research programme is implemented according
against Plan to the protected area conservation objectives 

and timetables 

J Represent the prolecled * Accountable for ensuring that the protected 
area and its interests in area is represented in every poscible area 
public meetins * Resronsble for ensunng that the information 

avia~bIe about the protected area is up to date* 

K 	Ensure an appropriate * Responsible and accountable for design and 
balance between resoure implementation of resource management / 
conservation and use in the protection strategies to meet protected area 
protected arma conservation objectves 

* 	 Responsible and accountable for the 
preparation, approval, and implementation of a 
resource conservation management plan for the 
protected area 

L 	 I raining received 

'rkinz nfloiedge of infr3structure. cnnstruciin. stvnLs. mrlena, 
tc 

In-depth knowledge of safe practices with respect o wildlife W D 
In-depth knowledge of techniques of ant-ioacrs,,. E 

In-depth knowledRe of visitors' erpectations D] 
In-depth kno-ledge of prntected area infratruciur tet hnquc i1 

design and analysis ID = 

In-depth knowledge of interaction between inuritand lcal areas 

In-depth knowledge of intervention needs, techniques and implications 

Working knowledge of extenston methodology [ E 
come knowledge of cultural and histoncal contiet hIr'he 1catiiin of 
protected area 

Working knowledge of research methodologies D L71 

Working knowledge of the role of research in meeting conservation 
oblectives 1: D 

Up-to-date working knowledge ofall activities within the protected
areaIZIID 

In-depth knowledge of the context of the prolected area in theregional/nattonal/global arena 	 lii D] 

In-depth knowledge of "ype,locations, trends and requirements of 
important natural and cultural resources in the protected area[] D 
In-depth knowledge of types, locations., trends and renutrtments of 
threatened and endemic fauna and floraand the key species of the 
ecosystem. E D 
Working knowledge of environmental impact analsis techniques 

Working knowledge of survcv-s and monitoring techniques D 
(fielddala iltertiiiii/annlvil) D D 
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)liokfl conl I c,)l n pcn contract IW lhor maintenance /E][ [] w,riing contracts to construction po,,e. 
rubcontractolr ) pcoccdures and standards 

Wr,in k nennge of how t Elp-iv ] and procurement
presen,.aiive mainlenance procedures El __ 

'Ar.ar, n,.kiuwlgde of poncipics I'- ',Vrkini .tiudge .,itj,) knuwictge of In-depti knowledge 

Working knoiwledge of financial Working knowledge,of Working kniledlte of 
planning accounting policv and iccounting and pnnctples of

E E procedures internal c n,,trol E, 

Working kniiwledgce o1 planning, Working knowledge of 
budgeting ant control overall strategies and 

F7 [] direction of hisiher 
organisalton Ina.onal 
conservalion polic'v 

i-dncn knt clgc i ;.itroi n-Jcpi5 knowiedtie ot In-deotn knowledge ot I 
planning needs reiecvant laws and policies and procedures I 

rcguiatiiin!. Ic g, I 

ch rigurliat rigftsl 

Wirking k+nowlcdge of nanagccntent Ii.depth klii viedge o0 icchnitiucs Vorking knowledge of in-depth knowledge of Working knowledge of 
and actonmiiiatlion and cateng in developing lung and snort-lerm contract law as vtsltor policies and keeping records of visitor 
faclitil s under pruectcd area ,islor plans applicable to procedures E E numbers and keeping
unsdUiclion [Z f] concessionaires and receipts

visitors El r-3E 

Working knowledge titproject ijNh) In-depth knowledge o jon In-depth knowledge of In-depth knowledge of 
niaagentent ----planning E [] relevant laws and policies and procedures 

regulations El - related to intervention 

In-dcpih knowledge of protected Working knowledge ot now to Some knowledge of In-depth knowledge o1 Working knowledge of record 
area vs people conilict managemcent develop a conmunily conscrvation laws related to policies and procedures keeping for financialL _J plan community related to community dibursements to tical 

E] development conservation El communities I 
In-depth knowledgeE 
of records ot resource use or 
resources shared - hoth 
financial and in-kinddistnlwulons []- -7! 

Some knowledge of development In-depth knowledge c I Working knowledge of Working knowledge of
of research plan lorthe protected legal aspects of research policies and budget &tallocations for 
area collecting/exporting procedures El ] research activittes 

0 0[T materials & specimens 7 
Wiorking knowledge of the concept In-depth knowledge of In-depth knowledge of 
of pubhlc relalions and methods of the legislation regarding the public relations 
dealing wtth the media E] r- protected areas policies, procedures and 

Some knowledge of obligatory role F E practices El El 
(altendancel at mcctngs and Some knowledge of the 
awareness ut activities around the laws tit slander and 
protected area expedient to attend libel F-1 

Worktng knowledge of resource Working knowledge of how 
conservation management to e-stimate costs for 
planning techniques and tmplementation olresource 
methodologies El El conservation management
In-depth knowledge of plan recommendations 
how to develop and implement E3 1:
protected area management
objectives El Fl 
In-depth knowledge of
 
how to develop and maintain a
 
protected area management
 
ioning s%)tem Li L_ 
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* 	 Recornmendine additional facilitics 'nlra,ruclure ,ltiur,% 

C 	 I sure tnanctal and * Accountable and reijultn~iole foar all Iindlci,t'inon itnanclail lcler-niitg cause%(i 
accountn inteely nf revenue Renersied and disbursement nipli ation%ili figures not rellectinR ihe 
the prolecied area area (received frm headquaoers a: d receipts) nhtrmaltin true situaltion 

.	 Rerpontble for accurate accounling NN Y N f7 

D 	 I.nsure development and * Accounatle for development of annual L'nderstanding [etermintne true causes 
achievement o tactical plan and hudget of protected area implicattons '1 set of failure to achieve plan
plans and budgets and * R.espo si1le [or working within the agreed tIlijcctives including their and budget 
contribute to protected plan and budeet feasibiltv Y N
 
area strategic planning . Identify strategic options in the protected Y N YN
 

area and contribute to strategic planning
 

E 	 [nsure that all activities * Accountable for enforcement of law and Undctanding Determining true causes
within the protected area regulation and ensuring sale practices applicahiltv ol laws and of incidences and trends 
comply w h laws and throughout the protected area regulations in protected in incidences
 
regulations * areas Y N
 

F .nsure optimum levels of 	 or Respnsinlle for ensuong that the hthest Recoeniine the Deternining true cause% 
vslor sasufaclion 	 levels of visitors services and practices ignilicance oit physical nf viwsior dissatisfaction 

under his/her jursdiction art maintained and statistiCal tnformation and behaviour 
* 	 regarding visitor impact Y N U 

( 	 Fnsure agreed * Responsible for design. implemenialitn. linder ianding Determining causes of 
intervenlion progrimmes and evilualit n of intervenitiln poigrlmme infornatioin that may lead deviatioin tom intended 
are completed to budget in meet conservatton objectives In the it) interveitionS results of interventions 
and timetables 	 protected area Y N Y 	 N [] 

If 	 Ensure harmonious * Responsible and accountable for design Undertanding the Understanding underlying
relationships with and implementation of a programme to significance o statistical, causes of conflict both in 
netehbounng achieve harmonious relaltons physical, written and oral the long and shori term 
communities * Res nstble for for instilling acceptance by information relating to Y N El 

staff of the role of local communities in community-pmtected area 
protected area management links* 	 Y N [ 

I 	 B aware of research * Responsible and accountable for ensuring L'ndlcrlstanding the Determining causes of 
activities and progress that research programme is implemented significance of research why research programme
against plan according to the protected area findings and the function is not to timetable 

conservation objectives and timetahles of research Y N E* 	 Y NE[ 

J 	 Represent the protected * Accountable for ensuring that the L'nderstandine the )eterm!ning the causes 
area and its interests in protected area is represented in every signilicance 0i' points of adverse comments inpublic meetings . ble area 	 rattedJ during press and press* esponsible for ensuring that the other meetings 	 Y N 

information available about the protected Y N 
area is up to date 

K 	Ensure an appropnate * Responsible and accountable for design Understinding of Identiling and 
balance between resource and implementatioti of resource day-ics-av and long term determining the cluses of 
conservation and use in management/protection strategies to meet implicatlons of the conflicts between 
the protected area Wrotected area conservation objectives protected areas protected area resource 

Responsible and accountable for the management ohlectives conservation and use 
preparation, approal, and implementation Y N Y N El 
of a resource conservation management Recognigting "nd 
plan for the protected arcs understanding the 

implications of potential 
environmental impacts of 
different activities 

L Training received 
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A 	 Insure isirih.ilitv of 
a coimeent and well. 

motivated stalf 

I 	 I'nsure aaiablity of 

1ppropriate 

nlrast rcture fwithin 

'udget I 

C 'nsure I-nancial and 
ccOuntling iniecntv of 
the protected area 
area 

D 	 Insure development 
and achievement of 
tactical plans and 
budgets and 
contnIbule to 
protected area 
strategic planning 

F 	 Ensure that all 
aictivilies within the 
protected area comply 
with law" and 
regulations 

F 	 [1:surcontlmum 
!eels of il~tor 

s.atislaction 


G 	 Ensure agreed 
intervention 
programmes are 
completed to budget 
and timetables 

II 	 Unsure harmonious 
relatiunsimps with 
neIghbouring 
communities 

I 	 lI aware of research 
activities and progress 
against plan 

j Represent the 
protected area and its 
interests in public 
meetings 

K 	Ensure an appropnate 
balance bcwmen 
resource conservation 
and use In the 
protected area 
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.	 Responsinle (or accurate accounting 

* 	 Accounlable for development of annual 
plan and hudget of protected arca 

* 	 Reponsible for working within the agreed 
Ilan and budget 

.	 Identify strategic options in the protected 
area and contribute to strategic planning 

* 	 Accountable for enforcement of law and 
regulation and ensuring safe practices 
throughout the protccted area 
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levels of visitors services ari practices 
under his/her jurisdiction are maintained 

* 

Responsible for design., implementation. 
and evaluation of intervention 
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objectives in the protected area 
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and implementation tifa programme io
 
achteve harmonious relations
 

* 	 Responsible forinslilling acceptance by 
staff of themle of local communities in 
protected area management 

* 	 Responsible :nd accountable for ensuring 
that research programme is implemented 
according to the protected area 
conservation objectives and timetab-les 

* 

* 	 Accountable for ensuring thai the 

protected area is rejreeni.;d tn every 

pixaible area 


-. responstble for ensuring that the 
information available about the protected
areaJ is up to date 
a 

o 	 Responsible and accountable for design 
and implementation of resource 
management/protection strategies to meet 
protected area conservation objectives 
Responsible and accountable for the 
preparation. approval, and implementation
of a resource conservation management 
plan for the protected area 
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IRAIIN, PRIORITIES 
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2.
 

3. 

.......................................................................
This questionnaire was completed by: Title (no name needed) 

Department/Section 

Organisation 

.......................................................................
Country
 

D ate: ................................................... 

How many years have you worked for your department/organisation? 

If applicable, how many years have you been in charge of a protected area? 

What is the conservation status of your protected area? (eg. national park, game reserve etc) 

What biome is most representative of the protected ar' a under your management? (please circle) montane, savannah, 
marine, aquatic, dry forest, moist forest, desert 

Are you male ] or female ?? (Please tick appropriate box) 

PARCS REF NO: Date received: 
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PAST TRAININ;
 

Please list any additiuna training arter primary scIIoI ,ilh dalus not rcecorded in Row L cformal. in-,s.omc or oilier;
 



Post-Questionnaire Discussion 

43. The discussions that follow the administering of the questionnaire are designed to elicit 

interviewees' views on training and potential innovative ideas for training. rhe discussions 

should flow freely, guided by the following questions: 

1. What is your overall impression of the questionnaire? 

2. Did the questionnaire teach you anything new about your job? 

3. Are there any important aspects of your job not covered by the questionnaire? 

4. Do you have any comments (positive or negative) about the questions? 

5. Has the questionnaire changed you idea of the role of a protected area manager? 

6. Would you have identified (or did you identify) your training priorities differently 
before reading the questionnaire? 

7. What are the strengths and weaknesses of the present training in your department'? 

Interviewers then lead a discussion of the different types of training (formal, in-service, on-the­
job, and other). 

8. How would you evaluate the quality of the training in your department? Is more 
needed? Is better quality training needed? What are your suggestions? 
9. What kinds of training materials have you received? What is the source of these 

materials? On whose initiative have you received these materials? 

10. What constraints other than training do you face in your job? 

11. What are your th,,ee priority needs to fulfill your mandate as a protected area 
manager? 

A written subjective assessment of training within the department is then requested by the 

interviewer. 

44. At the close of the session, the Regional Managers note how each questionnaire was filled 
out and other relevant details on how the questionnaire was conducted, where applicable, such 
as: 

(a) Group size: 
(b) Time taken to complete the questionnaire: 
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(c) 	If interviewee is known to the interviewer: 
- relevant details about the interviewee (e.g., experience, intellect, in what 
capacity known, and how long known) 

(d) Perception of overall level of comprehension of interviewees (including number of 
questions asked): 

Amplification of Responses 

45. One-on-one discussions may take place as the questionnaire is filled out. These 
discussions help the Regional Managers understand how well participants grasp the issues in the 
questionnaire and help validate the responses. As the Regional Manager meets with PAMs, 
he/she may collect a standard set of background statistics (see Background Information sheets). 
Other questions are used as prompts to provide an indication of the quality of the responses 
given to the questionnaire (see Indicative Information sheets). In addition, the Regional 
Managers conduct on-site visits whenever possible and attempt to verify the validity of 
responses. 

46. The Regional Managers also attempt to verify the data they collect by: (i) asking the 
FOD to complete the questionnaire, assessing the skill levels required and the skill levels 
attained, in general, among the managers in the protected areas under their jurisdiction and (ii) 
interviewing appropriate field associates (individuals working with relevant nongovernmental 
organizations (NGOs) and other donors in the field) and asking them to complete the 
questionnaire, again assessing the skill levels required and the skill levels attained, in general, 
among PAMs with which they work. 

47. The broad strategic recommendations from Phase I will be based on PAMs' perceptions 
of their own skill levels. Systematic skill level verification has not been built into the Phase I 
assessment but will be built into Phase II. 
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Background Information 

For Each Reserve 

Name of Reserve 

Size 

Years in Existence 

Last Change in Protected Status (Year, Describe)_ 

Predominant Habitat Type/s (Use International Union for Conservation of Nature and Natural 
Resources (IUCN) categories, plus marine) 

Governing Institution: Name/s _ (Dept., Ministry) 
Government? Non-Government? Parastatal? 
Date of Last Change in Governing Institution 

Funding Sources: Central Treasury? 
Direct Revenue from Reserve? 
Foreign Assistance? 

Sources Amount this Year from Each
 
(This may be only relevant to national programs)
 

Technical Assisiance: Source/s, Type, Amount 

Does the Reserve Have: 
A Protection Force No. of Reserve Employees 
Biological Monitoring Program?_ No. of Monitors 
Community Liaison Effort? (Describe) No. of Employees 
Tourism Program?_ No. of Employees 
Safari Hunting Program? No. of Employees 
Research Program?_ (Describe) No. of Researchers 
Reserve-Level Training Program? No. of Trainers 

Annual Funding for Training_
 
% of Annual Budget
 

Other (Specify)
 

Are Any of the Above Services Provided by Institutions or Individuals not Formally Part of 
Reserve's Organization 
(e.g., education program visits by national or NGO groups, research by university personnel)? 
Describe 
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Briefly Describe Infrastructure Present (e.g., reserve buildings, number of 

vehicles) 

Personnel Information (At Reserve Level Only) 

Describe Personnel Structure (use organogram if possible): 
Who is Highest Level Responsible? Next Level? Next.... 

For Each Different Staff Position (e.g., Chief Warden, 
Tourism Officer, Education Officer, 
Biologist, Administrative Assistant, Mechanic, Guard): 
Title 
No. of Persons 
Responsiblities 

(collect job description, if it exists) 
Minimum Requirements for Hiring: Education 

Experience 
Skills 

Assistant Warden, Chief of Guards, 

Actual Qualifications (answer with minimum and maximum for current staff in each position,
 
or actual numbers for
 
each staff person in the position):
 

Education 
No. of Years Experience in Reserves 
No. of Additional Years Experience in Similar Work (outside reserves) 

Need for More/Different Personnel in this Reserve? Y N 
Staff Positions Needed & No. of Persons for Each: 

Highest Priority 

Desirable 

Need for More Training of Existing Personnel or Replacements as 
Hired? Y_ N 
Type/s: 

Highest Priority 

Desirable 
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Indicative Infornationi 

Technical 

1) Are there any endangered species resident in the reserve? 
What are they? (List) 
What is their conservation status? OK, Threatened? Abundant? Rare? 
Where found in reserve (habitat, geographical location)? 
If threatened, by what?
 

How do you know?
 

2) Does tourism in reserve have any impact on wildlife: 
Positive impact? Y N What? 
Negative impact? Y__ N__ What? 

How do you know? 

3) Are there species present in reserve that are important ecologically? 
Which? 
In what way? What role do they play? 
If their number were reduced or eliminated, what ecological results might occur? 

Management 

1) What do you look for in hiring a good guard? 
What procedure is followed if an employee is not working satisfactorily? 
What if he/she continues to work unsatisfactorily? 

2) What kind/s of contact do you have with the public: 
Local? 
National? 
International? 
How important is contact with each of the above? 

3) Do you personally write/do: 
Annual reports? Y__ N Other personnel who do 
Other regular program reports? Y_ N Other personnel 
Budget reports? Y_ N Other personnel 
Accounting? Y N _ Other personnel 
Guard scheduling, supervision? Y_ N_ Other personnel 
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Strategic Planning 

1) Does the reserve have a management plan? Y_ N_ 
Inprogress Planned
 

Date of formulation Date of last revision
 
Is the plan used? Y N Somewhat Comments
 
Is it effective? Y_ N Somewhat Comments
 

2) What plans/reports are regularly producLd? (e.g., program, budget, 
patrols, visitor, research, education) 

Verify (ask to see and keep latest copies) 

LUgl
 

1) What is the legal status of reserve?
 

2) What activities are illegal within?
 

3) Is any extraction legal (renewable or non-renewable resources)?
 
What? 

Financial 

1) Are regular reports compiled? (verify and keep) 

2) Are procurement and accounting done by the same or different people? 

3) Who must sign for disbursements/payments? 
How is this recorded? 
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VII, In-Country Training, Ouportunities Assessment 

48. The Regional Managers conduct country-by-country surveys of institutions that provide 
training programs and opportunities. The Regional Managers use the questionnaire responses 
to help identify training sources that have been used by people who become PAMs, and then 
collect the following data on each training institution or program (see Training Institution's 
Background Information sheet). All available training materials and curricula are collected from 
the various training sources. 
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Training Institution's Background Information 
Name 
Years in Existence 
Type: Governmental Non-Governmental Parastatal Other 
Supervising ministry, department, institution 
Estimated annual program budget 
Funding Sources: Government: Y N Dept. 

Course/Admission Fees 
Fee/Completion of Program 
Foreign Assistance? Y N 

For Each: Source Amount this Year 

Techr.ical Assistance? Y N 
For Each: Source, Type, Amount 

Technical Fields Covered in Training: 
Mark "E" if field is a primary emphasis (1-2 fields only) 
Mark "I"if field is included, but not primary 

Wildlife Biology Extension/Education 
Reserve Management Tourist Operation 
Policies/Procedures Other (specify 

_ Legal Planning 
_ Forestry 

Business: 
Administration 
Planning 
Financial Planning 

_ Personnel Management 

Number of Different Programs within Institution 

For Each Different Program: 

Type/Technical Fields (see above) 
Years in Existence 
Length of Training Program 
Frequency of Offering this Program: Continuous Yearly 

Other Regular Interval (specify)_ 
Irregularly (specify)_ 

"Degree" Conferred 
Admission Requirements: Education_ Experience 

Other (specify) 
Subjects/Course List/Themes 
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Methods Used: Class Instruction Practical On-Site Other 
(specify) 
Pre-service In-Service 
Follow-Up: Y_ N 

Individual Evaluation Supervision_ In-Service 
Program Evaluation: Y N Date 
Number of "graduates"/session, cycle_ or number/year 
Number of Graduates: This past year 

During past 5 years 
During history of program___ 

Full-Time Trainers: 
No.
 
No. Years with this Program
 
No. Years as Trainer Elsewhere
 
Background: (answer with maximum, minimum, or numbers for each
 
trainer if possible)
 

Higiest Educational Degree/Training
 
From which Institution/Program?
 

Number of Years Practical Experience in Reserve
 
Where?
 

Current Curriculum:
 
First Developed (date) By Whom?
 
Date of Last Revision By Whom?
 
Informational Materials Used:
 

Text? Y N Name, Author
 
Training Manuals? Y N_ Name, Author
 
Other (specify)
 

History Following Training:(Define base number of graduates and time period being considered 
-- e.g., total number completing last training session: 12; total number completing training in 

last 5 years: 67 -- then answer following questions, given these baselines) 

Number Getting Jobs in Field of Training:
 
From Last Session _ From last 5 years
 

Average tenure (number of years) in Reserve Management:
 
From Last Session From Last 5 Years
 

Number Currently Working in Sector:
 
From Last Session From Last 5 Years
 
Total (no time limitation)
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49. In order to make preliminary assessments of the training scurces. any available 
evaluations or reports on the training sources are collected. Trainers may also be asked to fill 
out the questionnaire in order to he]:, evaluate the level of skill being taught in various courses. 
In addition. trainees even thouzh thev may not be PAMs) may be asked to fill out the 
questionnare ,oassess v.he'her a course or program has accomplished traning to a certain level 
(See altera,ve instnctions for training institutions). Regional Managers will use PA,"Is' 

responses on the questionraire and other information gleaned from the needs assessment to 
assess how well PAMs are being trained. 
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2.
 

3. 

Flow many years have you worked for your department /orpanisation? 

This questionnaire was completed by: .......................................................................needed)
Title (no name 

.......................................................................
D epartm ent/Section 

O rganisation/Institute....................................................................... 


.......................................................................
Country
 

D ate: ...................................................
 

PARCS REF NO: Date received: 

(PARUS INST) 



50. As time permits in Phase I, the Regional Managers also conduct a survey of possible 
training opportunities outside the institutions and programs already being utilized. Training 
opportunities in the country or at least in the region are sought that are cost-effective, efficient. 
local, culturally sensitive, on an appropriate scale, and that use local languages. Regional 
Managers visit such sources as: professional associations, employers' associations, consulting 
firms, universities, trade associations, accountancy firms, government institutions, tour/travel 
companies, hoteliers and hotel training schools, national institutes of management, law societies, 
and business management institutes. 

51. In order to complete this part of the training opportunities assessment, Regional Managers 
first assess the data gathered in the region and determine the probable areas of need based on 
preliminary trends observed in the data. For each training need, possible sources of training are 
listed (for example, 
gathering. 

see below). Then, a few traii.ing needs are chosen for further information 

Need.: Opportunities: 

Bookkeeping Clerical school 
Accounting firm 
Industry 

Personnel management Business school 
Management consulting firms 
Industry 

Tourist management Hotel school 
Business school 
Tourism and safari companies 

Law Law school 
Law firms 

Infrastructure 	 Engineering firms 
Department of roads training center 

Strategic planning 	 Business school 
Consulting firms 
Industry 
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52. The following are four major categories of institutions that have the potential to provide 
training: 

Training Institutions: 	 Business Schools
 
Hotel Schools
 
Law Schools
 
Public Works Training Centers
 
(road building, vehicle maintenance)
 

Research Institutions: 	 Zanzibar Marine institute 
Centre for Applied Social Sciences - Zimbabwe 
Desert Ecological Research Unit - Nalmibia 

Private Institutions: 	 Law Firms
 
Accouning Firms
 
Construction Firms
 
Vehicle Repair 
Facilities maintenance 
Hotels 
Safari Companies 
Tourism Operators 
Travel Agencies 

Development or Conservation Projects 

53. Regional Managers interview fairly senior members of chosen institutions. If training 
is not presently offered, they enquire whether they investigate future training possibil;ties. 
Regional Managers explain that PARCS is looking for non-traditional sources of training and 
information is being gathered on existing training institutions and private firms with expertise 
in that field. If they are interested in the concept, Regional Managers pursue additional 
information (see Alteniative Training Opportunities Questions). 

L'o
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Alternative Training Opportunities Questions 

For Training Institutions
 

What is the objective of your institution?
 
Who are your students, where do they come from, why do they attend?
 
How is the school structured?
 
Degree? Course Structure? (e.g., full-year, partial, seminars, workshops, fieldwork)
 
Who are your instructors? What experience and education do they have generally? Do they
 
work outside the institution?
 
General description of the curriculum
 
Where are the courses held? Many locations or one central location?
 
Is there field-based training, internships? (i.e., in a hotel, in an accounting firm)
 
Do you ever offer courses/seminars to outside groups (e.g., non-matriculated students, visitors)
 
Would you be able to provide limited training to PAMS on certain topics to meet their needs?
 
Could the training take place in the parks or would it have to take place in your facilities?
 
Could PAMS attend existing courses part-time or would they have to take the whole program?
 
Could they only take one course'?
 
How much would it cost'? Are there government rates'? Could it be free?
 
Do you have country orientation (e.g., Uganda Hotel school) or regional orientation (e.g-,
 
Mweka)?
 
Are you a private or government affiliated institution?
 
Do you receive donor assistance (Financial or technical)?
 

For Private Companie
 

How does your staff get trained now? 
Formal training (e.g., law school, business school) 
On-the-job/in-service 
Seminars/workshops 
other? outside? 

Do you provide any kind of in-service training? To whom? All levels? Could outsiders be
 
brought into this system?
 
Do you ever provide training outside of your firm? Seminars? Workshops? Courses?
 
Do you know of anyone who does in your field?
 
Would you as an individual or your colleagues or staff be interested in providing semi-formal
 
or informal training to PAMS in your field (e.g., seminars, lectures, field courses, refresher
 
courses)?
 
What might it cost? Possible pro bono, government rates?
 
If not training itself, would you be willing to provide advice on addressing training needs in a
 
cost effective, culturally sensitive way? (Efficient training that takes PAMS away from their
 
jobs the least amount of time possible.)
 
Do you have affiliates in other countries, in the region or internationally?
 
Do your staff speak the local languages?
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How long have you 'isted? 

For Research Institutions 

Do you train/instruct students or is the institution devoted purely to research?
 
Is the institution private or connected to the government somehow?
 
If you do training how is it organized? (Degree, partial degree, in conjunction with a university
 
or school, seminars, lectures)
 
Do people come to learn from the outside (courses, lectures, informal)?
 
What training has your staff received at which levels? Receiving now?
 
Would you be interested in providing &,-mal or informal training to PAMS either at your
 
institution or in the field?
 
What would it cost, Government rate? free?
 
Do you have international or regional affiliations?
 
How long have you existed and expect to in future?
 

Development or Conservation Projects
 

What are the objectives of the project?
 
Do you provide training/instruction to staff assistants/local people? on-the-job, organized in­
service, send them away for formal training?
 
Do outsiders ever come to the project for either formal or informal training/learning
 
experiences?
 
Do your technical staff ever lecture, or instruct outsile of the project?
 
Would you be interested in providing formal or informal training to PAMS either at your project
 
or as a visiting lecturer?
 
How long is your project expected to last? How long will the experts remain in the field?
 
Do you already have any connection to a protected area system?
 
Could you provide training consistently, regularly or only when there is time?
 
What would it cost?
 
Do your staff and/or Principle Investigators speak the local languages?
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54. The information gathered on aiternative training opportuniies wfil be utilizea in Phase 

'Iof PARCS. 

VIII. Out-of-Country Training Opportunities 

55. BSP is building a dat-ibase of selected training opportunities in Vest Africa and the Sahel 
and other training opportunities outside of Africa. When Regional Managers discover training 
opportunities in countries outside their region, they notify the Regional Manager in that region. 
,Asthe Regional Managers discover training opportunities outside the three regions (e.g., West 
Africa, the U.K., the U.S.), they notify BSP to do the follow-up investigation. A catalog of 
training opportunities and resources will be available from BSP at the close of the project. 

IX. Follow-Co Acfivitie. 

6. Regional Managers individuallv determine, on a case-by-case basis, whether to complete 
an entire assessment in one lengthy trip to the country, or to complete the assessment in two or 
more trips. 

57. Before leaving a country and depending on the particular strategy agreed for the 
assessment, the Regional Manager may hold a final meeting with the senior official(s) at 
headquarters to brief them on meetings and to elicit comments on training in general and the 
PARCS project in particular. Depending on USAID desires, the Regional Managers will also 
brief USAID on their activities in country. 

58. When second visits are made to a country, the Regional Manager will bring senior level 
people involved in the assessment up-to-date on the progress of PARCS and report on any early 
trends in training priorities identified from a preliminary analysis of the questionnaires and 
traning opportunities examined. They will also try to take any follow-up action requested. 

X. Feedback 

59. Regional Managers submit monthly reports to BSP. These reports are circulated to the 
other Regional Managers and members of the core team. 

60. Regional Managers are in frequent contact with each other, the core team, and the BSP 
coordinator through telphone, courier, and fax. Meetings for the Regional Managers and 
meeting for the entire PARCS team are scheduled throughout the course of the year. 
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61. Copies of the final report will be distributed to all organizations/departments who 
participated in the project. 

XI, Data Or2anization and Analvsis 

62. Data sheets for the questionnaire have been developed in Wordperfect (see following Data 
Sheets). Each Regional Manager transcribes the data onto the data sheets. These data sheets 
are then be sent to Nairobi for data entry. Data entry will be done throughout the life of the 
project. 

PARCS Reference Number 

63. A reference number system has been designated for each completed questionnaire. This 
system involves a unique number/letter combination and will allow for the sorting of data by 
several factors (e.g., country, biome, organization). The reference number consists of nine 
compartments and is filled out according to the instructions on the following page. 
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PARCS REFERENCE NUMBER 	 Unique code for each individual questionnaire made up of 
8 compartments. 

1 2 3 4 5 b 7 8 

Compartment 1: 	 1 letter, 4 numbers 
Regional Manager initial (D,A,or M) 
Way questionnaire was administered (1-7) 
Number of questionnaire (001-999) 

Regional Manager 
1. Explain questionnaire to PAM/FOD and fill out with Regional Manager nearby 
2. Explain questionnaire to PAM/FOD and leave to fill out on own time 
3. Explain questionnaire to PAM/FOD at workshop and fill out individually with Regional 
Manager nearby 

Consultant 
4. Explain questionnaire to PAM/FOD and fill out with consultant nearby 
5. Explain questionnaire to PAM/FOD and leave to fill out on own time 
6. Explain questionnaire to PAM/FOD at workshop and fill out individually with consultart 
nearby 
7. Send out questionnaire by mail 

Compartment 2: 	 Position in organization of person being interviewed 1 number (i.e., 1-9) 

1. Position below that 	of PAM (e.g., Assistant Park Warden) 
2. Protected Area Manager 
3. Position senior to PAM (e.g., Regional Warden) 
4. Field Operation Director (FOD) 	filling in questionnaire for PAMS 
5. FOD (filling in questionnaire for 	own job) 
6. Trainer at a formal training institute 
7. Research Officer 
8. Field Associates (NGOs/Aid Agencies) 
9. PAM working in the private sector 

Compartment 3: Organization 2 letter code, personal to each regional manager. If 
compartment 2 is a trainer, compartment 3 indicates a code 
for the course (e.g., diploma, certificate) 

Compartment 4: Country (2 letter code) 

Ethiopia ET Zimbabwe ZW Burundi BU 
Kenya KE Zambia ZA Cameroon CM 
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Somalia SM 
Tanzania TN 
Uganda UG 
Zanzibar ZN 

Botswana BO 
Mozambique MZ 
Malawi MW 
Swaziland SW 

Congo CO 
Rwanda RW 
Zaire ZR 
Lesotho LE 

Compartment 5: Years in service 3 columns. I letter, 2 numbers (i.e., A-D 01-99) 

A: 1-5 years of service No. of years as a PAM 
B: 6-10 years of service No. of years as a PAM 
C: > 10 years of service No. of years as a PAM 
D: not applicable No. of years as a PAM 

In cases where respondents do not indicate the number of years they have worked for their 
organization, or the number of years as a PAM, these spaces in the Reference Number should 
be left blank. 

Compartment 6: Conservation Status 2 number column n= 10-80 
(using IUCN Management Categories as listed in McNe.illy & Miller, 1984) 

Second column is filled in if two protected areas are managed. Default is blank. If trainer is 
filling in the form: XX. If respondent is not working in a protected area (e.g., HQ) leave both 
columns blank. 

Category 1: Scientific Reserve/Strict Nature Reserve 
Category 2: National Park 
Category 3: Natural Monument/Natural Landmark 
Category 4: Nature Conservation Reserve/Managed Nature Reserve/Wildlife Sanctuary 
Category 5: Protected Landscape/Seascape 
Category 6: Resource Reserve 
Category 7: Natural Biotic Area/Anthropological Reserve 
Category 8: Multiple Use Management Area/Managed Resource Area 

Compartment 7: Biome 2 letter code 

First column is representative habitat. Second column is secondary/other (default is blank). 

M: Montane F: Dry Forest 
S: Savanna W: Moist Forest 
0: Marine R: Regional/national 
A: Aquatic X: If trainer filling in the form 

Compartment 8: Gender I column 

Male: 0 Female: 1 
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Data Sheet A 

64. This data sheet allows the additional accountabilities and responsibilities that are 
identified to be compiled. The Regional Manager keeps a running total and codes according to 
compartment. These additional accountabilities and responsibilities will be reviewed to assess 
whether there are any common additions or if additions are country specific. This data will be 
used to validate the 'accountabilities and responsibilities" section of the questionnaire. 
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PARCS DATA SHEET A 

Compartment I Wdditions andior deletions to 

Parcs Ref. No: No: AI to KI -Accountabilities & Responsibilities' 
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Data Sheet B 

65. This data sheet focuses on knowledge. Questions are numbered from the first one in 
..ompartment B2. down the columns to question 64 in K7. 

Column A is already determined by the levels of knowledge in the questionnaire. These are 
already filled in. 

Column B is the response in the left-hand box. 

Column C is the response in the right-hand box 

For Columns B and C. 0 = rva. 1 = none. 2 = some. 3 = working, and 4 = in-depth. 

Column D (A-B) is calculated by computer. 

Column E (B-A) is calculated by computer. 

Column F is either A-B or B-A. whichever is the positive value. This is the validation of the 
questionnaire. The bigger the number in this column, the greater the difference in perceptions 
between the developers of the questionnaire and the respondent as to the skill level needed to 
do the job of a PAM successfully. 

Column G is A-C. the training need measure based on the PARCS skill level. In other words, 
if the questionnaire indicates that. for example. in-depth knowledge of relevant laws is required 
(4), but the respondent indicates that he/she only has a some knowledge of these laws (2), then 
a training need according to the PARCS team has been identified (calculated as 4 - 2 = 2; a 0 
or negative value would indicate no traininp need). 

Column H is B-C, the training need measure based on the respondents' skill level. In other 
words, if the respondent indicates that, for example. working knowledge of relevant laws is 
required (3), but the respondent indicates that he/she only has some knowledge of these laws (2), 
then a training need according to the respondent has been identified (calculated as 3 - 2 = 1; 
a 0 or negative value would indicate no training need). 
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Data Sheet C 

66. This data sheet is for "Mental and Social Skills". Questions are numbered 1 to 69 

starting in A8 and going down the columns to K14. In the first column, the Regional Managers 
enter I for yes or 0 for no. The skill level column is to be filled in with a I (none). 2 (pior). 
3 (satisfactory), 4 (good). The figure I or 2 indicates a training need: a 3 or 4 indicates no 
training need. 
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Data Sheet D 

o7. This data sheet is for attitudes. The columns are coded according to the following 
generalized attitudes expressed by project participants. 

... Instilline Work Ethics 

Al. referring staff regularly to Administrative Orders on codes of work conduct and behavior 
in staff meetings, seminars. 

A2. showing hard work and dedication through example 

A3. ensuring objectives of the organization are explained to staff 

A4. icknowledgyinL, ,yood vork in others while positively criticizing bad work 

A5. showing tolerance to others* points of view 

A6. showing understanding when taking disciplinary measures 

A7. providing attentive supervision to staff's work. especially when new responsibilities are 
given 

A8. developing performance appraisal schemes 

A9. encouraging subordinate staff to participate in program formulation 

.A10. cultivating good working relationships which creates rapport for instruction 

All. ensure that staff are suitably equipped as regards their training and tools (equipment) 
needed to perform efficiently. 

A12. never criticize organization openly 

B. Instilling commitment to conservation 

B1. showing dedication to national, regional and local conservation objectives 

B2. explaining to staff the value of conservation by conducting regular in-service refresher 
couses on conservation ethics 

B3 demonstrating the importance of conservation in relation to human needs 
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B4 	 becoming involved in extension conservation activities. especially xith school 
groups/wildlife clubs 

B5 	 participating in the design, implementation and analysis of effective law enforcement 

programs 

B6 	 teaching protected area management that fully covers conservation concept 

B7 	 discouragement of activities contrary to the ethics of conservation (e.g., off road driving, 
killing animals, animal disturbance) 

B8 	 provide incentives for conservation staff especially the wardens who are lowly paid for 
outstanding performances etc so as to motivate them 

B9 	 teach cost and benefits of conservation 

BIO 	 studying past conservation efforts and plans and learning from experiences of others and 
causes of their successes and failures 

B11 	 providing necessary working tools 

B12 	 reward parks or conservation areas with outstanding conservation records 

C. Instilling Healthy Attitudes to Adiacent Cormnunities 

Cl. accepting the validity of community participation in protected area management 

C2. listening to and demonstrating willingness to understand community problems 

C3. instructing staff on the value of harmonious relations with adjacent communities to the 
conservation objectives of protected areas 

C4. 	 taking an active role in conflict resolution (e.g., problem animal control) 

C5. 	 taking opportunities to provide employment for local communities as appropriate to the 
conservation objectives of the protected area 

C6. maintaining dialogue with local communities, and getting staff involved in keeping 
communities up to date with conservation developments in the area 

C7. seeking ways in which t.,ngible benefits can accrue to ccmmunities without jeopardizing 
the area's conservation objectives 
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Data Sheet E 

68. -his data sheet pulls together the information on languages and computer use. Language 
responses are coded as Y (yes), N (no). or B (blank). Computer use responses are coded as Y 
(yes). N (no). or B (blank) and then I or 0 under uses for WP (word processing. AC 
(accountine, budgeting), and DA (data analysis). 
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Data Sheet F 

69. This data sheet looks at the three training priorities identified by the respondents and 
cate2orizes them into the compartments of the questionnaire. The categories are A-K and 2-17 
as on the questionnaire: 18 is other. When the figure 18 is filled in a column, a comment must 
be added in the far right column as to what "other" is. Tick marks are made whether the 
training is F (formal), I (in-service), J (on-the-job), or 0 (other). When more than three training 
priorities are listed, only the first three are recorded. 
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PARCS DATA SHEET F: RESPONDENTS' STATED TRAINING PRIORITIES 

key: 

! 

18=other (fill in details under comment) 

2 

Limit of 4 

3 

rows in each priority 

Parcs Ref. No: 2-18 A-K IF 1 JO 2-18 A-K F I1J O 2-18 A- FIIJ() Comment 

i=Formal l=lnservice J =On the job ()= Other 



Data Sheet G 

70. This data sheet summarizes training already r:,ceived as described in compartment L and 

uses categories 2-17 as on the questionnaire. 

71. Column 18 is for the name of an institute where known (a two-letter code is used) and 

column 19 is for details of the course (2-letter code is used). This primarily refers to formal 

wildlife institutes (i.e., those that will come "ider 1) and will allow Mweka/Garoua graduates 

to be pulled out. The type of training is divided into five sections: 

1. Formal wildlife institute (e.g., Mweka) 
2. Other formal training (e.g., seminars. workshops) 
3. In-service 
4. On-the-job 
5. Other 

If a respondent does not indicate what their course at a formal institute was (e.g., diploma or 

certificate) a dash is inserted in column 19. 

72. 	 In order to be able to record how recently the respondent has graduated from an institute, 
This information is requested on the questionnaire.four sections have been put within row I. 

As no dates are requestedIf a respondent does not indicate a specific date, "no date" is marked. 

for the other types of training, there are no subsections in rows 2, 3, or 4. Under 5, however, 

other training is identified if it is deemed relevant. In this data sheet records are only made with 

a 1. In row 6, B is used to indicate that a olank was left in this compartment of row L (but 

other compartments in row L are filled in); a Z is used to indicate if all of the compartments in 

row L were left blank. 

A Z in column 20 will indicate that respondents were not asked73. Column 20 is "or other. 
to record additional training on page 4 of the questionnaire. A B indicates that respondents were 

asked to record their additional training on page 4 of the questionnaire. b-it the page was left 

blank. Column 21 is used for institute and 	column 22 for course. 
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PARCS DATA SHEET G: SUMMARY OF TRAINING RECEIVED 

PARCS Ref. No: 

key: 1=formal wildlife institute, 2=molher lormal training, 3 =in-service. 4 on-the jIb. 5-oiher 
B=blank in row 1. Z=zero line in Row L 

Type of InstituteI Course 

training Knowledge Mental & social skills ttitudes 2 letter code 

______422 1 5 161 7 8 19 10 11 12 13 14 15 116 17 18 19 

(ill inI I or 

Other 

20 

0) 

Institute L toIst, 

2 letci codc 

1 . 2 

0-2 yrs 

3-5 yrs 

6- 10 yrs 

> 10 yrs 

No Date 

2. 

3. 

4. 

5. 

(specify) 

-. 
-

6. 
BorZ 



Analytical Ouestions 

74. Data generated by the training needs and training opportunities assessments will be used 
to answer a suite of overarching questions. These questions are listed below and are divided into 
broad. general categories of enquiry each with a subset of subordinate, specific ones. 

What are the responsibilities of a PAM? Are these responsibilities universally recognized'? 

What are the descriptions and understandings of the responsibilities of a PAM currently 
declared by resource management authorities? 

What are the responsibilities recognized by PAMs? 

How do PAMs' perceptions compare with PP RCS' perceptions? 

How do trainers' perceptions compare with PARCS' perceptions'? 

Has the job of PAM changed over the last 20 years'? 

What are others' perceptions: do they match PAMs' and/or PARCS' perceptions? 

What are the constraints on meeting these responsibilities'? Where does training fit in? 

What are the overall constraints'? 

What is t". importance of training in overcoming constraints? 

Are PAMs skilled to the level judged by this training needs assessment to satisfactorily do their 
job? Where are the deficiencies? 

Are skills satisfactory compared to PARCS' perceptions of job skills? 

Are there differences between biomes in the technical knowledge of PAMs? 

What training has been received by current PAMs that is perceived by them as useful? How 
much? What kinds? Relevant to which kinds of Job requirements'? 

What is the existing training that has been received by current PAMs? 
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Comparisons of types of training received by PAMs. in respect of years or service, that 
has contributed most to iaininu skills. 

Does training received cover all major requirements?
 

How well does existing training prepare PAMs? Does type of
 
training received reflect the degree of preparation for requirements?
 

Does exposure to various conservation techniques (other than in-service training) improve 
PAMs' skills and knowledge? 

What do training programs aim for'? 

Assessme:ts of Field Onerations Directors (FODs) 

What are the responsibilities of senior management positions (i.e.. FOD)? 

What kind of training has been received in these areas'? 

What are FOD training priorities'? 

What further training is required? 

Where are the biggest gaps perceived by PAlAs between self-evaluated skills and those 
required for the job? 

Where are the biggest gaps perceived by others'?
 

What are the constraints to training?
 

What present prop,'ams could be restructured/enlarged to include training opportunities for
 
PAMs?
 

Are there other appropriate training opportunities that have not been utilized'?
 

75. Regional reports and an integrated final report of the findings of the Phase II assessment 
will be produced in September 1993. 
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ANNEXE 2:
 

TRAINING OPPORTUNITIES ASSESSMENT
 



INSTITUTIONS USED (OR RECOMMENDED FOR USE) BI DWNP FOR TRAINING
 

ASSISTANT PAMS & PAMS
 

Diploma
 

College of Africa Wildlife Management, Mweka, Tanzania
 

Degree Courses
 

University of Botswana
 
University of Stellenbosch, RSA
 
University of Pretoria, RSA
 
University of Zimbabwe
 
Colorado State University, College of Forestry & Natural
 
Resources
 
University of Idaho, College of Forestry, Wildlife & Range
 
Sciences
 
Michigan State University, College of Natural Resources
 
Oregon State, Dept of Forest Resources
 
Clemson University, College of Forest & Recreation Resources
 
Texas A & M, Dept of Recreation & Parks
 
University of Vermont, School of Natural Sciences
 
University of Montana, Recreation Management Program
 
University of Manchester, UK
 
University of Leeds, UK
 
University of Edinburgh, UK
 

Post-Graduate Courses
 

University of Zimbabwe, M.Sc., M.Phil., Tropical resou'ce
 
Ecology
 
University of Capetown, M.Sc., Environmental Studies
 
University of Capetown, M.Sc., Conservation Biology
 
(Fitzpatrick Institute)
 
University of Witwatersrand, M.Sc., Conservation Biology
 
University of Natal, Institute of Natural Resources, M.Sc.,
 
Ph.D
 

Specialized Traininq
 

Institute of Development Management (IDM), Gaberone
 
Human Resource Management
 
Training Coordination
 
Records Management
 
Training the Trainers (for BWTI staff)
 
Public Relations
 
Computer Training
 



ANNEXE 3:
 

'GAP ANALYSIS' RESULTS
 



i'I~ Ei Respondents years in service 
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TABLE 	 4: 

2.3.4c 	 PAMs' Measure of Agreement: PARCS validation score 
Botswana 

Question 
COMPETENCY No 

Techncai 1 

2 

3 

4 

5 

6 

7 

8 

9 


10 

11 

12 

13 

14 

15 

16 

17 


Management 	 18 

19 

20 

21 

22 

23 

24 

25 

26 

27 


Planning 	 28 

29 

30 

31 

32 

33 

34 

35 

36 

37 

38 

39 


Legal 	 40 

41 

42 

43 

44 

45 

46 

47 

48 


Policy 	 49 

and 	 50 

Procedures 	 51 


52 

53 

54 

55 

56 

5 7 

58 


Financial 59 

and 60 

Accou.iting 61 


62 

63 

64 


Total sample: n - 11 

IFTotal / of combined scores of -1,0,1 Overall % accuracy 
score 

Question 7 Competency 
average 

91.2100 

100
 
62.5 
100
 
87.5 
100
 
87.5 
100
 

50 	 92.6 
87.5 
100
 
100
 
100
 
100
 
100
 
100
 
100
 

100
 
87.5
 

100
 
100
 
100
 
100 93.8
 
100
 
87.5
 

100
 
62.5 

100
 
100
 
100
 
100
 
87.5 
87.5 

100 	 94.8 
100
 
100
 
100
 

87.5
 
7­

50
 
71.4 

100
 
100
 
100 	 V.9 
75
 

100
 
100
 

85.7 

100
 
75
 
87.5
 

100
 
100
 
100 93.8
 
100
 
10
 

100
 
75
 

85.7
 
100
 

83.3 	 85.3 
71.4 
71.4
 

100
 

Asst PAMs & PAMs combinea: n - 8 



TABLE 5:
 
2.3.4d Own score validation analysis: Knowledge average scores 

Botswana 

Average
COMPETENCY Qs Box PARCS Country	 POSITION
No. No. Score /Org. 1 2 1 3 I4 516 

I 	
_ 

Score nI n27 n= n!2 n= n1 n n8= 

Technical I B 3 3.3 4 3.1 3.5 3 
2 E 4 3.8 4 3.7 4 4 
3 E 4 3.3 2 3.4 3.5 4 
4 F 4 3.9 4 3.9 3.5 4 
5 F '1 3.4 4 3.3 4 4 
6 F 1 3.8 3 3.9 3.5 4 
7 G 4 3.6 4 3.6 3.1 4 
8 H 3 3.5 4 3.4 4 .1 
9 H 2 3.4 4 3.3 4 4 
0 I 3 2.8 3 2.7 3 3 
1 I 3 2.9 3 2.8 3 3 
2 1 3 1.9 3 4 4 4 
3 J 4 3.5 3 3.6 4 4 
4 K 4 3.0 4 3.7 4 4 
5 K 4 3.8 4 3.7 4 4 
6 K 3 3.3 3 3.3 4 4
7 K 3 3 3 3 4 3 

Management 18 A 3 3.5 4 3.4 4 3 
19 A 2 3 3 3 3.5 3 
0 A 3 3.4 3 3.4 3.5 3 
I B 3 3.3 3 3.3 3 3 
2 U 3 3.3 3 3.3 3 3 
)3 F 3 3.3 4 3.1 4 3 
4 G 3 3.4 3 3.4 4 3 
5 H 4 3.8 4 3.7 4 1 
6 1 3 3.1 3 3.1 3.5 4 
7 J 2 3.3 3 3.3 3.5 4 1 

Planning 8 A 3 3.4 3 3.4 3.5 3 
9 B 3 3.3 3 3.3 4 4 
0 C 3 3 3 3 3 3 
1 D 3 3.3 3 3.3 3 4 
2 E 4 3.5 4 3.4 3.5 4
3 F 4 3.5 4 3.4 3.5 4 
4 G 4 3.5 3 3.6 3.5 4 
5 H 3 3.4 3 3.4 3.5 4 
6 I 2 2.9 3 2.9 3 2 
7 K 3 3.5 3 3.6 3.5 3 
8 K 4 3.6 4 3.6 3.5 4 
9 K 4 3.5 4 3.4 3.5 4 1 

Legal 	 10 A 2 3.4 2 3.6 4 3
1I B 2 2.9 2 3 3 3 
12 E 4 3.6 4 3.6 4 4 
13 F 3 3.3 2 3.4 3 3 
14 G 4 3.9 3 4 4 3 
15 H 2 3 2 3.1 3.5 4 
46 I 4 3.8 4 3.7 3.5 4 
7 1 4 3.8 4 3.7 4 41 
a8 I 2 2.9 4 2.7 3.5 .3 

Policy 19 A 4 3.9 4 3.9 4 4 
and 50 B 4 3.3 4 3.1 4 3 
Procedures 31 C 3 3 3 3 3 3 

32 D 3 3.5 3 3.6 4 '1 
53 E 4 3.8 4 3.7 3.5 4 
4 F 4 3.8 4 3.7 4 3 
5 G 4 3.6 4 3.6 3.5 4 
6 H 4 3.6 4 3.6 3 4 
7 I 3 2.9 4 2.7 3 2 

)8 L 4 3.5 4 3.4 3.5 1 4 1 

Financial 9 C 3 2.6 2 2.7 2.5 4 
and 0 C 3 3.8 4 3.7 4 3 
Accounting fl H 3 2.5 3 2.4 3.5 3

2 H 4 3 4 2.9 3 5 3 
3 I 3 2.3 3 2.1 3 4 
,4 K 	 3 3 3 3 3.5 3 

Total sample: n- I I Asst PAMs & PAM, combined: n-8 

/i.
 



FIGURE 4:
 

2,3,5,a, PAMs gap analysis relative to PARCS
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FIGURE 4:
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2,3,5,b, PAMs gap analysis relative to own score
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2,3,5,b, PAMs gap analysis relative to own score
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2,3,5,b, PAMs gap analysis relative to own score
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TABLE 6: 

2.3.5d PARCS score gap analysis: Knowledge average scores 
Bolswana 

COMPETENCY Average 	 POSITION 
Qs Box PARCS Country ______ 	 ______ 

No. No. Score / Org. 1 2 3 4 
_ Score n1 n-7 ,n-, n11 n 

5 
- n 6 1 n7 

- _ n8
8 

9,
9 

Technical 	 1 B 3 1.4 1 1.5 0.5 1
 
2 E 4 0.8 0 I 1 1
 
3 E 4 1 1 1 2 2
 
4 F 4 1.2 0 1.5 2 2
 
5 F 4 1.6 2 1.5 1.5 1
 
6 r ,I 1A, 2 1.3 1 2
 
7 G 4 1.2 0 1.5 2 2 
8 H 3 0.4 1 0.3 1 1 
9 II 2 0 0 0 0 0 
0 I 3 I 1 1 0.5 I
1 I 3 0.25 I 0 0.5 1 
2 1 3 0.2 I 0 0.5 0
3 J 4 1.6 2 1.5 1.5 2 
4 K 4 1.2 I 1.3 2 2 
5 K 4 1.2 2 I 2 2 
6 K 3 0.8 1 0.8 1.5 1
7 K 3 0.8 2 0.5 0 1 1 

Management 	 8 A 3 0.2 0 0.3 1 1 
9 A 2 0.4 0 0.5 0.5 0 
0 A 3 0.2 I 0 1 1 
I B 3 0.6 0 0.8 1.5 1 
2 B 3 1.2 1 1.3 1 2
3 F 3 0.4 0 0.5 0.5 1 
4 G 3 0.4 1 0.3 1 1 
5 H 4 1.6 2 1.5 2 2 
6 I 3 0.6 1 0.5 1.5 17 J 2 ( 0 0 0 

Planning 28 A 3 0.4 0 0.5 I 1
 
9 B 3 0.2 0 0.3 I 1
 
0 C 3 1 2 0.8 1 1 
I D 3 1 2 0.8 1.5 1 

12 E 4 0.6 0 0.8 2 2 
33 F 4 1.4 2 1.3 2.5 3 
4 G 4 1.4 1 1.5 2.5 2 
5 H 3 0.6 0 0.8 1 2 
6 I 2 0.2 0 0.3 0 0 
7 K 3 0.8 1 0.8 1 I 
8 K 4 1.4 1 1.5 2.5 2

19 K 4 0 2 1.5 1 2 2 

Legal 	 0 A 2 0 0 0 0.5 0

I B 2 0.61 I 0.5 05 I
 
2 E 4 I 2 0.8 1 2

3 F 3 I 2 0.8 1.5 2
 
4 G 1 1.2 I 3. 2 3
 
5 H 2 0.2 I 0 0.5 0
 
6 I 4 14 2 1.3 2 1
 
7 J 4 0.8 0 1 2 I.8 . 2 0.25 0 0.3 0.5 0 

Policy 19 A 4 1.2 0 1.5 1 1
 
and 30 B 4 2 2 2 1.5 3

Procedures I C 3 0.6 1 0.5 1 1
 

i2 D 3 0.4 1 0.3 0.5 1 
i3 E 4 1.2 2 1 1.5 2 
i4 F 4 I 1 1 0.5 3 
5 G 4 1 8 2 1.8 2.5 2 
6 H 4 1.6 2 1.5 1.5 1
7 I 3 0.8 1 0.8 0.5 1

_8 I L 4 1.4 I 1.5 1.5 1 2 

Financial 9 C 3 1.2 2 1 2.0 1
 
and 0 C 3 0 ( 0.5 1 

Accounting 1 1-I 3 0.8 2 0.5 0.5 1
 

2 H 4 2 2 2 2.5 2 
3 I 3 1.6 2 1.5 1.5 1
4 K 3 0.8 1 0.8 1 1 1 

Total sample: n-	 Il Asst PAMs & PAMs combined: n- 8 



2.3.5f PAMs Technical Knowledge skill level with respect to Biome: 
Botswana 
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Total sample: n=ll Asst PAMs & PAMs combined: n=8 



FIuuE;.3.6a Validation analysis of Mental and Social Skills S
 

PAMs Yes responses: Botswana 

100 - - -~- I-----------------------------------------­

80 \\\80\\accuracy 
Overall % 

score 

0 
~60 

90.26 

-0 
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Total Sample n=11 

-
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Question Nos 

(Ass PAMs & PAMs combined: n=8) 
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TABLe B: 

2.3.6b Validation analysis of Mental and Social Skills 
PAMs Scattergram for 'NO' responses: Botswana 

MAIN 
DIVISIONS 

8 9 

COMPETENCY 
(% of rLspondents) 

10 I! 12 13 4 

A 

B 

C 

D 

E 

F 

G 

H 

! 

1 

K 

25 

12.5 

12.5 

12.5 

12.5 

12.5 

12.5 

12.5 

12.5 

12.5 

12.5 

12.5 

25 

12.5 

12.5 

25 

14.3 

50 

12.5 

25 

12.5 

12.5 

12.5 

25 

12.5 

12.5 

37.5 

50 

12.5 

25 

12.5 

12.5 

25 

25 

Total sample: n= I Asst PAMs & PAMs combined: n=8 



Table 7. Percentage of questions (skills) in each Competency
 
in which at least 60% 

a training need
 

Competency 	 Total No. 

Questions

(skills) 


Technical 17 


Management 10 


Planning 12 


Legal 9 


Polic. & Proc. 10 


Fin. & Account. 6 


of respondents recognized
 

No. questions % 
(skills) in which
600% of respondents 

needed training 

13 76 

4 40 

9 75 

6 6? 

9 90 

5 32 



2.3.7b PAMs vs Validators Mental and Social Skills :Average scores 
Botswana. 

COMPETENCY Qs
No. 

Box 
No. 

Average 
Country 
/Org.
Score 

1 
n=1 n=7 

I 3 
n_ 

4 
n=2 

POSITION 

5 
n= n= 

7=6 
n= n=[n­

9 

Comprehension 12 AB 3..3.0 32 3.33.3 3.02.5 

3 
4 
5 
6 
7 
8 
9
0 
1 
12 

C 
D 
E 
F 
G 
H 
I
J 
K 
K 

2.8 
2.4 
3.6 
2.8 
2.8 
2.8 
3.2 
3.0 
3.0 
2.6 

4 
3 
4 
4 
3 
3 
3 
3 
3 
2 

2.5 
2.3 
3.5 
2.5 
2.8 
2.8 
3.3
3.0 
3.0 
2.8 

2.0 
2.0 
3.0 
2.5 
2.0 
3.0 
2.5 
3.0 
2.5 
2.0 

Problem analysis 13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 

A 
B 
C 
D 
E 
F 
G 
H 
I 
J 
K 

3.0 
2.6 
2.6 
2.4 
2.8 
3.4 
2.6 
3.0 
3.0 
2.4 
3.0 

3 
3 
3 
3 
4 
4 
3 
3 
3 
33 

3.0 
2.5 
2.5 
2.3 
2.5 
3.3 
2.5 
3.0 
3.0 
2.3 
3.0 

3.5 
2.5 
2.0 
2.0 
2.5 
2.5 
2.0 
3.0 
2.5 
2.5 
2.5 

Creativitv 24 
25 
26 
27 
28 
29 
30 
31 
32 
33 

A 
B 
D 
E 
F 
G 
H 
I 
J 
K 

2.8 
2.6 
1.8 
2.6 
2.6 
2.0 
2.6 
3.0 
2.8 
2,6 

3 
3 
3 
3 
3 
3 
3 
3 
4 
3 

2.8 
2.5 
1.5 
2.5 
2.5 
1.8 
2.5 
3.0 
2.5 
2.5 

3.0 
2.5 
2.5 
3.0 
2.0 
2.0 
2.5 
2.5 
2.0 
2.5 

Evaluation 34 
35 
36 
37 
38 
39 
40 
41 
42 

A 
B 
D 
E 
F 
G 
H 
I

J 

2.8 
2.6 
2.4 
2.8 
2.6 
2.4 
2.0 
2.4 
2.4 

4 
3 
3 
. 
3 
3 
3 
2 
3 

2.5 
2.5 
2.5 
2.3 
2.5 
2.5 
2.3 
1.8 
2.5 

3.5 
2.5 
2.5 
2.0 
2.0 
2.0 
2.0 
2.5 
3.0 

Oral 43 
44 
45 
46 
47 
48 
49 
50 
51 

A 
B 
C 
D 
E 
F 
G 
H* 

2.8 
3.0 
2.3 
1.8 
3.0 
2.6 
1.8 
2.8 
2.4 

4 
4 
3 
2 
4 
3 
2 
4
3 

2.5 
2.3 
2.5 
2.8 
2.0 
1.8 
2.8 
2.5 
1.8 

3.5 
3.0 
2.5 
2.0 
4.0 
2.0 
2.0 
2.0 
3.0 

Written 52 
53 
54 
55 
56 
57 
58 
59 

A 
B 
D 
E 
F 
G 
I 
I 

2.2 
1.8 
2.0 
2.6 
2.6 
2.6 
2.4 
1.2 

3 
2 
3 
3 
3 

3 
1 

2.0 
1.8 
1.8 
2.5 
2.5 
2.5 
2.3 
1.3 

3.0 
2.5 
2.0 
3.0 
2.0 
2.0 
2.5 
2.5 

Working with 
others 

60 
61 
62 
63 
64 
65 
66 
67
68 
69 

A 
B 
D 
E 
F 
G 
H 
I
J 
K 

3.0 
1.4 
1.6 
2.2 
2.8 
2.8 
3.4 
2.6 
2.2 
2.4 

3 
1 
1 
2 
3 
3 
3 
2 
3 
2 

3.0 
1.0 
1.0 
2.0 
3.0 
3.0 
3.0 
2.0 
3.0 
2.5 

3.0 
2.0 
2.5 
2.0 
2.5 
2.5 
3.0 
2.5 
2.5 
2.5 

Total sam,,e: n- 11 Asst PANis & PAMs combined: n-8 



TABLE 9:
 

2.3.7a. I Current Mental and Social Skill Level of Asst PAMs & PANIS: Low Skill Levels 
Botswana 

MAIN 
DIVISIONS 

COMPETENCY 
(cumulative score of all l&2 responses)101_ 1 1 Total 

A I I I I 2 6 

B I 2 2 2 I 4 5 17 

C 2 1 3 6 

D 3 3 4 3 5 3 5 26 

E 2 2 2 1 2 I 10 

F 2 2 2 2 2 I 11 

G 2 3 4 3 5 2 19 

I 1II 2 4 2 10 

1 1 3 2 3 10 

J 3 2 2 2 5 3 17 

K 

Total I 
2 

13 I 
I 

181 
2 

22 221 221 22 

4 

22] 

9 

4 

Total sample: n= I1 Asst PAMs & PAMs combined: n=8 

•!/
 



2.3.7.a2 Current Mental and Social Skill Level of Ass PAMs & PAMs
 
Average % of Low Skill Levels: Botswana 

14,7% 

.. . 10,7%
 

16,0%- ",
 

,~3%
 

", , /1, v 16,7% 

Competencies 

58
18,7% 
[9
 

i711 

=12
 

1113 
14
 

Total Sample: n= 11 Ass PAMs & PAMs combined: n=8 
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FIGURE 6: 

2.3.8a PAMs Methods To Instill Work Ethics
 
Botswana
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2.3.8b PAMs Methods To Instill Commitment to Conservation
 
Botswana
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FIGURE 8: 

2.3.8c PAMs Methods To Instill Healthy Attitudes to Adjacent Communities 
Botswana 
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FIGURE 9: 

2.3.9. PAMs Language Skills
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FIGURE O: 

2.3.1Oa PAMs Computer Skills
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FIGUREI I I : 

2.3.10.b PAMs Computer Uses
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2.3.11 PAMs identified Training priorities: 
Botswana 

MAIN DIVISIONS Blan 2 3 4 5 6 7 

COMPETENCIES 
8 9j10 11 12 13 141 Totals 

A 

B 

C 

A 11 2 
2 

I 

G 

H 

1E,-t __ I _ _ _ 

2 

F Totls1 I 1 23 

Total sample: n=I I1 Asst PAMs & PAMs combined: n= 8 



2.3.12 	 PAMs training received: 
Botswana 

TYPES OF TRAINING 

Competencies (Dot if training has occurred) 

Formal Formal In On- Other 
wildlife Other Service the-job 

2 U 	 I 
•
3
(a) 


4 U
 

Knowledge 	 5 U
 

6 U
 

7 U U
 

8	 

f(b) 

10 N 

Mental and I I a [
 

Social Skills
 
12 • 

13 [ U 

14 0 U 

: 	 U(C) 	 15 E 

- N16Attitudes 

17 s s 

Total sample: n =lI Asst PAMs & PA.\s combined: n=8 



2.3.12d PAMs years since formal wildlife training recieved
 
Botswana
 

0-3 years _ _ _ _ _ __4 - / ". 

Total Sample n =11 (Ass PAMs & PAMs n 8)
 



FIGURE 12: 

2.3.1 2,g.1 PAMs training that has contributed most: n 1-5 
Botswana 
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FIGURE 13: \-)
 

2.3.12.g.2 PAMs training that has contributed most: n=6-10
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F[GURE 14:
 

2.3.1 2.g,3 PAMs training that has contributed most n> 10 
Botswana
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2.3.12.g.4 PAMs training that has contributed most: n>10 atid training also recieved in last 5 yrs 
Botswana 
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2.3.12h Training needs identified by gap analysis for PAMs & asst PAMs 
Botswana. 

COMPETENCIES 

MAIN 

DIVISIONS 

21 3 

Knowledge 

4] 5 6j7 

I 

81 

Mental & Social skills 

91 01 1 12I 13 14 

A 

B 2 1 ! 

2 

4 i 

1 

2 

1 

2 

I 

2 

I 

1 

2 

4 5 

C 

D 

E 

F 

G 

1t 

1 

2.3 

2 

3 

I 

2 

2 

1 

2 

1 

2 

1 

4 

3 2 

2 

3 

2 

2 

1 

1 

3 

2 

3 

1 

4 

2 

2 

4 

2 

3 

2 

2 

3 

4 

3 

5 

1 

2 

5 

2 

3 

2 

2 

2 

5 

1 

I 

1 0.5 2 1 4 1 1 3 2 3 

1 

K 

1.5 

0.8 1.7 

2 

1 2 

3 

1 

2 

2 

2 2 5 3 

4 

Total sample: n= II Asst PAMs & PAMs combined: n=8 



2.3.12i Trainig rteeds identified by gap analysis for PAMs & asst PAMs 
Botswana. 

MAIN 
DIVISIONS 

______12 3] 

Knowledge 

4 

COMPETENCIES 

Mental & Social skills 

61 7 8191 011 1121 13 14 

A 

B 0/2 0/1 0/1 

1/2 

0/4 0/1 

0/1 

0/2 

0/1 

0/2 

0 

0/2 

/10/1 

0/1 

0/2 

0/4 0/5 

C 

D 

0/1 0/2 0/2 

0/3 

0/1 

0/3 0/4 0/3 

0/3 

0/5 0/3 0/5 

E 

F 

G 

H 

K 

0/1 

0/2.3 

0/2 

0/0.5 

00/1.5 

1/0.8 

1/3 

0/2 

0/2 

0/1.7 

!0/1 

0/2 

0/1 

0/2 

012 

1/1 

0/4 

0/3 

0/1 

0/2 

0/2 

0/4 

0/1 

0/2 

0/2 

0/1 

0/2 

0/2 

0/3 

0/1 

0/1 

0/3 

0/1 

0/2 

0/2 

0/4 

0/2 

0/1 

0/2 

0/2 

0/2 

0/2 

0/3 

0/4 

0/3 

0/2 

0/I 

0/2 

0/5 

0/2 

0/2 

112 

1/2 

0/2 

0/2 

0/5 

0/1 

0/I 

0/3 

0/3 

0/4 

Total sample: n= I1 Asst PAMs & PAMs combined: n=8 

Identified training priorities: represented by numbers in italics 

Total gaps: represented by normal numbers 


