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EXECUTIVE SUMMARY
BURUNDI

TRAINING NEEDS AND TRAINING OPPORTUNITIES ASSESSMENTS

Intreduction

Protected Area Munagers (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 project seeks ways to facilitate
the process of developing training progrars for skills and competencies in which PAMs themselves

recognize a deficiency.

The PARCS Fhase Il training needs and training opporiunities assessments address two questions: (i)
" vhat training do PAMs need in order to enhance the conservation of Africa’s protected areas?”, and
(ii) "What can be done to provide such training for PAMs?"

A questionnair. was designed to gather data on the training needs of protected area managers. The
questionnaire was designed as a job description and provided a qualitative and quantitative means of
assessing training needs. It asse<sed both the levels of skill ~nnsidered necessary to satisfactorily do the
job of a protected area manager, and the levels of skill currently possessed by PAMs. Differences
between the level of skills needed for the job and the level of skills which PAMs currently have were
recognized as a training need. Further information on training needs and training opportunities were
obtained through interviews with PAMs, their supervisors and colleagues. This questionnaire was
designed in such a manner that the results could be compared and analyzed across three regions of
Africa.

Phase I of PARCS (Protected Area Conservation Strategy) constituted the first step in a four year
project. The second step, or Phase II, will address the priority training needs in a number of pilot
countries in Central, East and Southern Africa, based on the needs and recommendation identified in

Phase I.

The first phase of PARCS activities was funded by the Bureau for Africa’s Policy, Analysis, Research
and Technical Support (PARTS) project through the Research and Development Bureau's Conservation
of Biological Diversity Project. Supplementary funding was provided by World Wildlife Fund (WWF).
The first year of Phase II (October '93 to october '94) is being funded by the Bureau for Africa’s
PARTS project.

The Biodiversity Support Program (BSP) is the implementing agent for PARCS. BSP is a USAID-
funded consortium of World Wildlife Fund (WWF), The Nature Conservancy (TNC), and World
Resources Institute (WRI), established to implement a Cooperative Agreement (No. DHR-3554-A-00-
8044-00) between WWF and USAID.

BSP is implementing PARCS in conjunction with three U.S. conservation NGO's active in Africa: The
African Wildlife Foundation (AWF), NYZS/The Wildlife Conservation Society (WCS), and World
Wildlife Fund (WWF). For all PARCS activities, AWF is the lead organization in east Africa, WWF
implements PARCS in southern Africa, and WCS has responsibility in francophone central Africa.

Training Needs Assessment

In Burundi, the organization responsible for protected areas and the conservation of nature is the Institut
National pour I’Environnement et la Conservation de la Nature, a parastatal directly attached to the
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presidency. Within the Institut pour I’Environnement et la Conservation de la Nature (INECN) there
is no specific training plan for PAMs. There is no training plan developed to programme the careers
of INECN staff and to enable the acquisition of specific skills required for the job. Formal institutes
used for the training of staff are predominantly the University of Burundi, Biolog,” Department in the
faculty of Sciences, the Institut Technique Agricole, and the Institut Supérieure d’Agriculture. The Ecole
des Spécialistes de la Faune in Garoua, Cameroun and the Mweka Wildlife college are the formal
wildlife institutes used.

The INECN recognizes the need for the development of a training plan to better equip protected area
managers for their jnobs. For the purpose of this assessment, a training plan is defined as a structured
programme that operates on a pre-established timetable to ensure that all protected area management
staff receive adequate arnd equal training prior to assuming their posts as well as professional
development and regular refresher courses throughout their career. Such a training plan would also
inciude monitoring and evaluation of the training programs undertaken.

Nine PAMs ard Assistant PAMs, one Field Operations Director and one Field Associate completed
questionnaires evaluating PAMs, during a workshop held over in Burundi in May 1993, interviews were
also held with the Field Operations Director and Field Associate.

Analysis of the questionnaire data provided the backbone of the training needs assessment. The levels
of skill required for the job (as set by the PARCS tean. in the questionnaire) were first validated by
respondents in order to ensure that the questionnaire truly reflected the scope of responsibilities held by
PAMSs in Burundi.The questionnaire listed the Skills/Coinpetencies and Main divisions of the job for
a typical PAM. The Skills/Competencies included: Knowledge Skills such as technical knowledge,
management knowledge, planning knowledge, legal knowledge, knowledge of policies and procedures,
and financial knowledge; Mental and Social skills such as comprehension, problem analysis, creativity,
evaluation, oral, written and working with others. The Main Divisions of the Job included: staffing,
infrastruzture, accounts, tactical plans, laws and regulations, visitors, interventions, community
conservation, research, public relations and resource conservation. Training needs for each
skill/competency were revealed by a gap analysis which determined the difference between PAMs
current skill levels (as judged by PAMs and other categories of respondent) with the levels that they
considered necessary to satisfactorily do their job.

Major Training Needs

Although training needs were identified for all skills, the priority training needs included the following
skills:

Policies & Procedures

Legal

Planning

Technical (this includes knowledge of both the theoretical principles of biology, ecology and tourism,
as well as the practical skills necessary in the field)

Financial & Accounting

Policies and Procedures involves the knowledge of the national, and institutional, policies for protected
areas and the official procedures through which these policies must be met.

Planning involves both long and short term planning skills, in project as well as protected area planning
and management.

The Mental and Social Skills in which priority needs for training were identified included:
Evaluation (ability to evaluate problems and situations)

Creativity

Problem Analysis

The main divisions of the job in which additional skills (and training) were required were:

Laws & Regulations



Visitors
Interventions
Resource Conservation

Resource Conservation involves balancing human use and protection of natural resources.
Interventions includes wildlife management and control, vegetation management, human resource use
manageinent in and around protected areas.

Visitors includes tourism, managing and cnntrolling tourist activity and developing sustainable tourism
programs with a minimum of impact on the environment.

Constraints on PAMs meeting their job responsibilities include the lack of a well-structured in-service
training programme, as well as other constraints such as infrastructure and budget. The major
constraints are therefore imposed by limited financial resources and the lack of specific and structured

in-service training opportunities.

Recommendations

Based on initiatives already undertaken in Burundi with respect to in-service training, and based on
discussions with Field Operation directors and Field Associates, as well as assessment of the Protected
Area Managers, it is obvious that there is much interest in the development of in-service training
programs. Programs that have short, frequently repeated and refresher training courses that are
developed to the specific needs of protected area staff would be the ideal. This may take the form of
courses given by mobile training units, or of short courses given at the directic headquarters when field
staff come to the capital. The recipients of these training courses should not only be protected area
managers, or "chefs de parc”. They should include people at a number of different ievels, so that
training occurs throughout a person’s career and so that people arrive at a particular level in the
hierarchy already trained to the ievel necessary for that job.

The value of formal ‘raining in preparing people for specific positions should not be questioned. The
question should be, however, how to supplement this training so that it is no longer elitist and so that
everyone can ¢ Ofit from training. In addition, the goal should be that training is seen as available to
everyone and as a means of moving forward in a career, so that it also provides pride in the work and
professional satisfaction.

Th= kind of training that would be recommended, therefore, is training that is developed by the
department and which is available to everyone in a planned progress along a career path. The training
is specific to the needs of the job. The choice of protected aiea manager as target group for this
assessment is due in part to the fact that often it is this group that is lacking, both in training and in
manpower: field-based managers who are capable of carrying out the large number of functions and
responsibilities attributed to the position. The target groups for training will include not only protected
area managers, but also people below the level of PAM, who will need to be prepared to one day
assume the position of a PAM, and people above the position of a PAM, who will need similar skills
to the field-based managers, in order to supervise, coordinate and direct protected area managers.

In-service training can be used for a number of purposes. Some of the more salient uses are:

- providing people with the necessary skills in order to acquire pests with new responsibilities

- providing people with up-to-date- information or refresher courses on knowledge skilis that they
have not studied for a number of years

- providing people with opportunities for changing their career path, or taking a new direction

- providing specific skills which cannot be inculcated effectively in people with no experience of
employment, and which cannot be included in pre-service courses

The present study recognizes the need in both the forestry and wildlife sectors for sociological skills.
These skills were revealed, in the knowledge skills gap analysis as contained in the main divisions of
the job in which the greatest training needs occur (Resource Conservation, Laws and Regulations,
Visitors and Interventions). Policies & Procecures, Legal, Planning and Technical skills come out as
requiring priority training more urgently than Management Skills. These skills were also reveaied in the
Mental and Social skills as those requiring training, and included Evaluatiori, Creativity and Problem
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Analysis. One of th2 crucial first steps in any programme addressing training needs would be the
training of trainers, : the organizations responsible for protected area management (INECN), in order
to provide the capac.ty to carry out in-service training. Experuse could come from any number of
training institutions within or outside of Burundi, or from technical assistance abroad. A training
programme would need to be developed within the organizations in order to plan and give direction to
training for people's careers. This would demand the creation of a training officer post.

This study recommends the creation of a professional training officer post in the INECN in order to help
staff career development and to provide an information base as a precursor to effective planning. One
of the crucial first steps would be th2 training of trainers in order to provide the capacity to carry out
in-service treining. Expertise could come from a number of existing training institutions, or from
technical assistance abroad. A training programme would need to be developed in order to plan and give
direction to training for peoples careers. This would demand the creation of a training officer post.

One of the objectives of the PARCS project is to assist 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 :o participate in regional training programs. The central african region, including the
eastern Zaire/Nile Divide and the western Greater Conso Basin include a number of protected areas with
different ecological, economic ana sociological functions. PAMs from the whole region could profit
from initiatives and expertise developed in different countries. PARCS could play a vital coordinating
and facilitating role to this goal.

A primary recommendation of this training_needs assessment is to develop and emphasize the role of
in-service and on-the-job training as a means_of addressing the training needs of PAMs_identified.
Course topics should be based on the key training needs by competencies identified by the "gap
analysis” and should concentrate on the main divisions of the job requiring priority attention.
Specifically, these skills include Policies and Procedures, Legal, Technical, Planning and Financial
skills, and involve Laws and Regulations, Visitors, Interventions and Resource conservation. The
development of the mental and social skills involved in problem solving should be a technique used in
the training courses with special emphasis on the skills demonstrating the greatest gaps. PARCS
involvement in the development of such a programme could consist of providing expertise in preparing
a syllabus and materials for each course, developing a course schedule that would fit into a general
training programme, and identifying potential course venues and instructors.

A goal of PARCS Phase II would be to assist in the development of a "trairing ethic”, emphasizing that
training is a process and not a single incident in a career. PARCS should facilitate the development of
a training plan for the department, which would allow each person’s career to follow a pathway based
on performance and_initiative. The emphasis of training programs will be as much as possible on
practical, field-based training.




Country Report
Burundi

Section 1: Protected Area Conservation Strategy

1.1

T.e Approach

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 on factors constraining effective protected area management, drawn from experiences in
the field, have been made. They include:

a

1.2

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.

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

Courses offered at leading wildlife institutions are often too theoretical, acadumic,
broad-based, host-~ountry specific, and habitat-specific.

Few PAMs have access to the formal training opportunities available.

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

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

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

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

The Project

In light of the above the PARCS project seeked to 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 PAMs? PARCS attempted to do this by:

a

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

establishing (pilot) training programs to implement recommendations from the project’s
training needs and opportunities assessinents

developing a broad series of recommendations fo: training protected area management
staff



The PARCS project is envisioned as a multi-year activity During the first year (Phase 1) an in-depth
assessment of training needs, priorities, etc., was completed in each region. Specifically, for PAMs, the
assessment was designed to:

a assess skills needed for effective protected area management
b assess present skill levels
c determine the types, amount and frequency of training currently received by PAMs
d assess training necds of PAMs
e identify constraints to adequate and effective training
f identify the institutions and programs presently used for training
g identify potential opportunities for relevant truining
h identify pilot activities to test innovative training methods
1.3 Overarching Questions

Data generated by the training needs and training opportunities assessments were used to answer a suite
of over-arching questions which address 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.

The Questions
1. What are the responsibilities of a PAM; are they universally recognized?
a What are the descriptions and understandings of 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 PARCS’ perceptions?
e Has the job of a PAM changed over the last 20 years?
f What are others’ perceptions? Do they rauatch PAMs’ and/or PARCS'?
2. What are the constraints on meeting these responsibilities? Where does training fit in?
a Where are the overall constraints?
b What is the importance of training in overcoming constraints?
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?
b Are there differences between biomes in the technical knowledge of PAMs?



4, What training has been received by current PAMs that is perceived by them as useful: how
much and what kinds, and 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?

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 han in-service
training) improve PAMs skills and knowledge?

f What do training programs aim for?
5. Assessment of Field Operations Directors (FODs)
a What are the r~sponsibilities of senior management positions?
b What kind of training has been received in these areas?
c What are FOD training priorities?
6. What further training is required?
a Where are the biggest gaps perceived by PAMs between self-evaluation and

those required for the job?

b Where are the biggest gaps perceived by others?

c What are the constraints to training?
7. What present progiams could be enlarged/restructured to include training opportunities
for PAMs?
8. Are there other apprcpriate training opportunities that h~ve not been utilized?
9. What kind of training should be recommended?
1.4 The Process

The PARCS project is managed by the Biodiversity Support Program (BSP) and implemented by a
collaborative group of three NGOs: The African Wildlife Foundation (AWF), NYZS/The 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.



Funding for PARCS comes from the Bureau for Africa of the U.S. Agency for International
Development (AID). Supplementary funding has been provided by WWF, with AWF, WCS and WWF
contributing 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.

The methodology for the PARCS assessment was developed during a four-day workshop in Nairobi in
August 1992. The workshop participants included the three NGG Regional Managers (RM), the BSP
core-team member, and a facilitator (training specialist) from Price Waterhouse. [For full details on the
methodology see BSP 1993 "Protected Area Conservation Strategy (PARCS). The Methodology”.]

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 in Malawi between
13 Sep and 2 Oct. 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 was a 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

c It would provide a qualitative and quantitative means of assessing training needs

d It would lend itself well to standardized data extraction, manipulation, comparison and

analyses across the three regions of Africa

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 was designed to
stimulate thought and discussion on the important facets of protected area management - the
questionnaire may well influence the way sorne PAMs look at their jobs and their role in managing those

Areas.

1.6 Target Groups

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.

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
where the PARCS RM and his/her core team representative deemed it possible and desirable, the
assessment was broadened to include the level of management above the PAM, i.e., Field Operations
Director (FOD) at the government's conservation authority’s (CA) headquarters.



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 therefore also sometimes included in the
assessment individuals directly below the PAM. In Tanzania, for example, there are senior wardens,
wardens, and assistant wardens, so assistant wardens may be included in the assessment. In countries
such as Zaire, where there are rarely managerial positions below the PAM, lower levels were not
included.

The categories of penple who were potentially asked to participate in the assessment are listed below:

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

b Protected Area Manager (PAM);
c Officers senior to PAMs, and other individuals who have recently worked as PAMs

d Field Operations Director (FOD)

e Trainers/lecturers at wildlife institutions where PAMs receive training
f Research Officers
g Field Associates

1.7 Target Countries

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

Practical realities, however, inevitably dictated that in-depth assessments could only be done in some
countries, limited assessments in others’ and no assessments in yet others. In-depth assessments involved
in-country site visits and followed the methodology described in this document. Limited assessments
involve more cursory assessmenis, often conducted from outside the country using means available
(limited use of the questionnaire through selective interviews and mailings, collection of baseline data
through telephone interviews, literature searches, etc.).

The practical realities that dictated where assessments were conducted included, but were not limited
to:

a governiment cooperation

b USAID cooperation

c civil war/unrest

d relative importance placed on a country’s biodiversity and protected areas vis a vis other

countries in the region

e potential for follow-on activities



The categorization of countries was as follows:

Eastern Africa

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

Limited Assessments: Somalia

Central Africa

In-Depth Assessments: Cameroon, Congo, Rwanda, Zaire

Limited Assessments: Burundi, Central African Pepublic, Gabon

Southern Africa

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

Limited

Special

1.8

Assessment: Mozambique

Assessment: Republic of South Africa (training opportunities only)

Preliminary Groundwork

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

g
h

organizational structure for the whole Conservation Authority and, if available, for
individual protected areas

minimum requirements for, and descriptions of, the job of PAM, FOD, and other
positions as appropriate

training records

in-service training programs (how often provided? who plans them? numbers of staff
attending courses? financing? etc)

formal wildlif2 training institutions used (who attends them? how many?)
other training opportunities (workshops, seminars: who attends? how many? financing?)
number of CA training officers (job descriptions?)

training programs (annual budget, evaluations, constraints)

Since PARCS is intended to be conducted in an adaptive way, reflecting the needs and wishes of
government programs and interests in training, the government CAs were invited to plan how the

PARCS project

should be conducted.



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
b
c
d

€

to explain the questionnaire and have the PAM fill it out with the RM nearby to assist
to explain the questionnaire and leave it for the PAM to fill it out on his/her own time
to explain the questionnaire in a workshop and have PAMs fill it out individually

to mail out the questionnaire

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

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.

RMs then arranged meetings with FODs during which they were asked to complete the needs assessment
questionnaire as an independent validation of PAMs’ own responses.

Where appropriate, the RM discussed the FODs’ position and training needs, including such topics as:

a

b

h

Strategic planning

Development and compliance of policies, procedures, and standards
Representation of organization and public relations

Planning optimal deployment of well-motivated competent staff
Development and achievement of operational plans and budgets

Planning for availability and optimal deployment of technical specialist services from
headquarters to protected areas

Ensuring availability of hardware and software necessary to achieve organization’s
objectives, within budget

Managing concessions in protected areas

The FOD was asked to: verify that these are the key aspects of the job and to comment on the list;
indicate what kind of training is needed to accomplish these tasks, and what are the constraints to
obtaining this training.



Section 2: Training Needs Assessment
2.1 Introduction
2.1.1. Summary of Country’s Protected Area System

Burundi is located in the highlands of the eastern part of the Western Rift valley. The altitude varies
between 773m along the shores of Lake Tanganyika tv 2,679, along the mountain range of the Zaire-
Nile divide. The country consists mainly of hil.. and plateaux, with a varied topography, soil and
climate. As a consequence, vegetation is varied and in many of the montane areas, rich in diversity. The
east is covered mainly by bushland and wooded grassland, whereas the west is mostly Afromontane
vegetation. Small areas of rain fores occur in the north-west. In addition, there are numerous small
wetland areas, including the shores of Lake Tanganyika and floodplains and swamps along many of the
rivers. Lake Tanganyika is the second deepest lake in the world and has a very high endemism in it’s
aquatic fauna. Molluscs ‘n the lake appear similar to marine fossils from thie Jurassic era (IUCN).

Burundi’s history of protected area management is very recent. Until 1980 there was no legislation
concerning protected areas, although forest land had been established as official reserves by the Belgian
colonix! avthorities in 1933. Since 1980. liowever, the government of Burundi has established legislation
covering national parks and nature :#serves, and in 1985 a Forest Code was established, providing for
protection forests, forest reserves and reforectation areas. In 1980 the Institut National pour la
Conservation de la Nature (IN(CN) was ¢ ‘eated, which later was converted to the Insticat National pour
I’Environnement et la Conservation de la Nature (INECN).

Table 1
Protected areas in Burundi

I Protected ArEa ' [IUCN Category | Area (ha) l Year Notified
Parc National Kibira I 40,000 1933/80
Parc National Rusizi II 5,235 1974/80

| Parc National Ruvubu H . 43,630 1980
Chutes de Karera I 15 1956
Gorge de Nyakazu I11 20 1956
Réserve de Bururi/Makamba Vil 3,300 1951
Réserve de Kigwena vill 360 1954
Réserve de Lac Rwihinda VIII 425 1959
Réserve de Monge VIII 2,000 1990
Réserve de Rumonge/Vyanda VIil 6,000 1985
Réserve de Cendajuru VIII 11,000 1991

A total of 111,985 ha (111.985 km2) of land benefits from protected status in Burundi, or 3% of the
country. Both reserve and national park boundaries and management plans are determined by decree.
In reality, however, none of the 11 areas gazetted for conservation have a conservation or management

plan.

The first protected area was created in 1933, under Belgian colcnial rule, and the most recent reserve
is the Rwinda Lake Nature Reserve, establishea in 1990. There is very little forest or natural vegetation
cover remaining outside of the protected area system. Burundi is one of the most densely populated
countries of Africa, with over 300 people per sq.km. in some areas. The country is also one of the

10



poorest ones in Africa, in terms of per capita GNP (IUCN,). Pressure on forests is very high and as a
consequence, conservation has received low priority in the past. This seers o be changing, however,
and improvements have been made to the legislation concerning conservation, the INECN was
reorganized and three new national parks were created in the early 80’s. There seems to be a very real
effort on the part of the Burundian officials to prioritize nature conservation, educate the public in
environmental matters and to encourage an appreciation for protected areas and their importance.

The montane forests of Burundi are important areas of biodiversity as well as crucial for the
maintenance of the country’s hydrologic regulation and for their role in water catchment. Protection of
the remaiuing forests of Buryndi is critical. Pressure on the forest for fuel and construction wood, for
agriculture and for other consumptive uses is increasing, with the growth of populaticn density.

2.1.2. Protected Area Organizations

The Institut National pour I’Environnement et la Conservation de la Nature (INECN) is a parastatal,
directly attached to the Presidency. It is responsible for the creation and management of protected areas,
for the organization of scientific studies, for the diversification of tree and animal species, for
encouraging maximum use of tourist sites (together w..h the Office National de Tourisme), for the
training of technicians in conservation of nature and for the creation of new protected areas as parks or
reserves. One of the major problems facing the INECN is the presence of villages and settlements within
the protected areas, and their lack of finance and expertise in dealing with these problems. Due to the
high population | .sure, there are people in all of the protected areas that must be resettled for

protection to be effective.

The Institut National de !’Environnement et la Conservation de la Nature (INECN) is he~ded by a
Directeur Générale and a Conseiller from the Ministry of the Enviionment. Two Departments come
under the Direction Générale: the Direction de I'Environnement et Education de I’ Environnement
(Department of Environment and Environmental Education) and the Direction Technique pour
Aménagement et Gestion (Department for Development and Management). National parks and reserves
fall undcr the jurisdiction of the Direction Technique, and Accounting, Personnel and Projects fall under
the jurisdiction of the Direction de 1I'Environnement et Education de I'Environnement.

The Forest Service falls under the jurisdiction of the Ministére de I’ Agriculture et de 1'Elevage (Ministry
of Agriculture and Stock Farming, Département des Eaux et Foréts (Department of Water and Forests)
and is responsible for managing the State Forest Domain. Within this domain there are also Foréts de
Protection (Protected Forests) and Réserves Forestiers(Forest Reserves). The Forest Code, established
in 1989, provides for laws and penalties for infractions within the forest domain. The Forest Code also
provides for compensations to be paid for owners of forested land in the case where land is classified

as a protection forest (IUCN,).
2.1.3 National Conservation Strategy and Conservation Objectives

As mentioned in the previous section, the conservation objectives of the Institut National pour
I’Environnement et la Conservation de la Nature (INECN) include: the creation and management of
protected areas, the organization of scientific studies within the protected areas, fostering the diversity
of both fauna and flora throughout the country, the development of tourism (togcether with the Office
National de Tourisme) and training of technicians in conservation of nature and management of
protected areas. The institute has recognized the importance of educating the general public in matters
concernir~ conservation and nature in order to achieve these objectives, and has established the
Committee on the Relative Problems of the Environment in 1982. The committee is responsible for
promoting public education, making people aware of environmental degradation and the importance of
protected areas in countering this degradation.

The INECN has received technical assistance in protected area management from a voriety of sources
in the past. These include the United States Agency for {nternaticnal Development (USAID), the United
States Peace Corps, Catholic Relief Services (CRS), the French Caisse Centrale de Coopération
Economique (CCCE) and the German Gesellschaft fiir Technische Zusammenarbeit (GTZ). Areas of
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assistance include agroforestry and extension woik in the forestry sector, infrastructure development,
research and forestry, wildlife and conservation education. There is a strong emphasis on training of
Burundian expertise and management, including the development of protected area management plans.

2.1.4 Existing Training Programs

At present, training of protected area technicians is occurring with assistance from the Biodiversity
Project of USAID/Peace Corps. The objectives of the project include:

1. To train Bururdian counterparts in park management techmques conscrvauon education and
other park-related skills. The emphasis is on guard training.

2. To assist the INECN in developing and implementing management plans for 5 parks and
reserves in Burundi, with a major emphasis on tourism.

3. To prepare a program of conservation education at formal and informal levels, at primary
and secondary schools and through public media.

4. To conduct basic vegetation and wildlife inventories of five protected areas.

In cooperation with the Biodiversity Project, training of technician-level staff in parks and reserves is
planned and executed through the INECN. Records are kept of each individual’s training history and
progress through the institutional hierarchy follows a pre-established path. Training specific for the
managerial level is not currently in existence, however.

There is no training plan or programnme in existence at the INECN and training often occurs on an ad
hoc basis. Individ’ als who happen to hear of, or be selected by donors for training are the recipients
of training, but those that do not find themselves at the right place at the right time may never receive
any training in addition to their pre-recruitment levels.

2.1.5 In-Country PAM Profile

In general, protected area managers in Burundi have some form of tertiary educa'on. Many have
bachelor-level degrees from the biology department at a university, or have graduated from the
Agricultural Institute in burundi and hold a degree as "agronome forestier”, or forestry agronomist. A
small number of individuals a-e graduates from either the Mweka Wildlife College in Tanzania, or the
Ecole des Spécialistes de la Faune in Garoua, Cameroun. A PAM in Burundi, or Chef de Parc, can
move up the hierarchy in the protected areas to this position, given that the minimum educational
requirements have been fulfilled.

The personnel structure in protected areas in Burundi varies to some extent between protected areas. In
general, however, a Chef de Parc is the overall manager in the field and is supported by a Chef
Forestier and a Chef de Surveillance/Tourisme. The former is responsible for the forestry related
activities, and the latter is responsible for protection and tourism. Each park is divided into sectors, with
in general 4 sectors, each headed by a Chef de Secteur in each protected area. In the sectors are a
number of guards, as well as guides where there is tourism, and “"moniteurs” where there are
agroforestry related activities. The chefs de secieur receive training through an in-service training
programme in the department. Each newly recruited chef de secteur is sent to the field to work alongside
an established chef de secteur as an apprentice, to observe and learn first hand how the protected areas
are managed. The guards and guides are also recipients of in-service training developed through the
INECN with the Biodiversity Project of the PeaceCorps.
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2.2 Methods

Results from the analyses of questionnaire data were expected to provide the backbone of the training
needs assessment. The following methods were developed to extract the information from the

questionnaire.

2.2.1 Analysis by Validation and Gap Analysis

The questionnaire was analyzed on two levels. On the first level, respondents commented on the
accuracy of the questionnaire as a job description for a protected area manager based in the field. This
was the Validation Analysis. On the second level, the level of skill in a number of different
skills/competencies was judged for PAMs, by different categories of respondents. The level of skill was
then compared to the level of skill considered necessary for the job. The size of the "gap" between
required skill level and actual skill level was the training need. This gap analysis indicated which
skills/competencies had the greatest priority training needs. The following discussion of methodology
describes the different ways in which the analyses were conducted.

Validation Analysis for Knowledge, relative to PARCS score

The validation analysis refers to the analysis of the level to which respondents felt the questionnaire
accurately described the job of a PAM., In this analysis comparison is madc between the level of
knowledge respondents considered necessary to satisfactorily do their job and the level PARCS
considered necessary. The level PARCS considered necessary was established by the three regional
managers, based on their experience in a number of Afri~ w1 countries, and their collaboration with both
African and expatriate colleagues. Any variance between the two levels would indicated a difference in
how the job was perceived. For this reason, the smaller the difference in scores (i.e. scores of 0,-1 or
+ 1), the greater the similarity in the perception of the job. Positive scores indicate that the respondents
consider the necessary level to be lower than that set by PARCS, as the level they consider necessary
is subtracted from the PARCS level, and negative scores indicate that respondents consider the necessary
level to be higher than that set by PARCS. A score of zero indicates total agreement.

This analysis is necessary to determine whether or not the level set by PARCS is considered accurate
and whether it can be used as the standard of comparison for the analysis of training needs, or whether
another standard of comparison needs to be found. The following piece by piece discussion of the
results will show that in general, with a few exceptions, the level set by PARCS i: considered accurate
(see also 2.3.4.c). As a consequence, the PARCS level was used for analysis of training needs (gap-
analysis 2.3.5).

The responses could included four skill levels, as described in detail in the methodology. The highest

skill level possible was "in-depth knowledge", followed by "working knowledge", "some knowledge"
and lastly by "no knowledge".

Comparison of PAM and Assistant PAM Validation Analysis of Knowledge Scores with Target Validators
{average scores)

This analysis compares all the average validation scores for each category of respondent (position). The
comparison will show whether or not the different categories of respondents agreed with PARCS, in
general, with respect to the levels of skill required to fulfill the position of PAM successfully. The
average country/organization score is an average score of all the PAMs and Assistant PAMs combined,
and represents the general level considered necessary by PAMs and Assistant PAMs. The greater the
difference in scores, the greater the difference of perception in the required skill level.

Overall, the level set by PARCS can be considered the lowest acceptable level, as all validators

considered slightly higher levels of knowledge necessary. Overall agreement was high, however, as
variation from the PARCS level was slight.
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Gap Analysis of Training Needs for Knowledge Relative to PARCS/Respondent’s Validatic:: Score

In this analysis, the skiil level required in each competency set by PARCS will be used as the standard
of comparison. The level considered by each respondent to best reflect their actual skill level is
compared to the level considered necessary by PARCS, to measure the gap and possible training need.
Orly when the difference results in a positive score (meaning that PARCS set the level higher than the
respondent) is the score considered in the analysis below. Negative scores mean that respondents have
a higher level than considered necessary and a score of 0 means that the actual level reflects the level
required. As respondents tended to agree with PARCS as to the level of skill required, there is not much
variation between measuring the gap using the PARCS standard and using the respondents own set
standard. What variation did occur between the two standards, however, tended to indicate higher levels
of skill considered necessary by PAMs than considered necessary by PARCS. The gaps identified when
compared to respondents’ own validation score, therefore, tended to be somewhat greater than when

compared to PARCS.

Comparison of Average PAM and Assistant PAM Gap Analysis of Knowledge Scores with reference to
PARCS score with Target Validators

The scores in the gap analysis (indicating the difference between the level of knowledge considered
necessary by PARCS and the actual level of PAMs and Assistant PAMs) are calculated for all categories
of respondents, and presented in a table. Categories of respondents other than PAMs still evaluated the
level of skill attained by an "average” PAM. This enables comparison of the training needs for PAMSs
identified by each category, using the same standard of comparison. The greater the score, the larger
the gap in knowledge. Only positive scores are considered in this analysis, as a negative score would
indicated overtraining which is not of interest in this exercise.

Validation Analysis of Social and Mental Skills

The extent of agreement with the mental and social skills consiucred necessary for PAMs to do their
job by PARCS is measured, to derive an overall percentage of agreement. Where respondents agreed
with PARCS, the response was "yes". The amount of agreement for each skill is presented in a
histogram and is considered the validation for the questionnaire. Where the answer is "no", respondents
felt the skill was not relevant to the job of a PAM. Even a low skill level in such a question would not
indicate a training need from their perspective, because the skill is not considered necessary.

Analysis of Current Mental and Social Skill Levels

A cumulative total of responses indicating low skills levels is calculated, and presented in a table for
all competencies and main divisions of the job. Scores of 1 or 2 indicate low skills, where | represents
no skill, and 2 represents poor skill. This allows the competency and the main division of the job in
which low skills are frequently identified to be isolated as areas in which training is needed.

Analysis of Antitudes

The analysis of attitudes is linked to respondents years of service, in order to determine wkether this
has a bearing on the way in which they would instil work ethics, commitment to conservation and
community attitudes. The responses to the three questions are demonstrated in a stacked histogram
showing their years of service. The different responses given by PAMs are numbered, and the frequency
in which each response is identified is shown in the histogram.

Training Received

The training which respondents have received is analyzed'using histozrams and tables, in order to show
in which competencies they feel training has contributed to their skill levels, and which forms of training
(formal wildlife, formal other, in-service and on-the-job) have contributed most to their current levels
of knowledge, mental and social skills. Only training which they recognize as having contributed is
listed.



Training Priorities

The thuee listed training priorities are fitted to the competencies and main divisions of the job to show
in which parr of the matrix the priorities fall. They are then linked with the training needs as
demonstrated by the gap analysis, and the analysis of low skill levels in mental and social skills. This
allows for comparison between the areas in the matrix in which the questionnaire has showr the greatest
training needs to lie and the areas in which respondents feel their greatest training needs to occur.

2.2.2 Country Specific Methods

Burundi was originally planned to be a country in which only a limited assessment of training needs
would be conducted. Due to Burundi’s initiatives in both training and conservation education, and their
interest and willingness to participate and cooperate with the PARCS project, a more in-depth approach
was considered appropriate. As a result, although the Regional manager spent only a relatively short
time in Burundi, the assessment of protected area manager training needs was an in-depth one, carried
out to a large extent by Mr. Leif Davenport of the Biodiversity Project in collaboration with Mr.
Mathias Wakana of the INECN. A workshop was organized with "chefs de Parcs" and assistant
managers from the main protected areas of the country. Mr. Davenport conducied the woikshop and
collected the background information on all the protected areas in Burundi.

Burundi People contacted:

Mr. Laurent Ntega, Director General of INECN (in Nairobi)

Mr. Dean 4nderson, Jane Goodall Institute

Dr. Suzanne Abilgaard, Jane Goodall Institute

Mr. Leif Davenport, Projet Diversité Biologique/ PeaceCorps

Mr. Mathias Wakana, 1}JECN

Mr. Guy Debonnet, GTZ Projet Appui a I'INECN pour la Protection des Ressources Naturelles
USAID-Bujumbura

Table 2
IUCN Categories Present/Surveyed
IUCN Category No. Present in Burundi | No. Surveyed for
PARCS
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2.2.3 FODs Comments on Training Needs

Interviews were held with the following people at the departmental headquarters, for their comments
on training, and the constraints on PAMs working in the field.

.. r. Mathias Wakana, INECN

One of the main problems with training in the INECN is the lack of a training plan allowing for all
personnel to have equal opportunities and providing for the specialized <kills necessary. Training tends
to be on an ad hoc basis and not planned in any way. Although the minimum educational levels required
of protected area managers are probably adequate, there is a great need for training particular skills
which are not covered at the existing training institutes. These include specific technical skills, such as
a more comprehensive knowledge of the biotope and ecology of protected areas. Technical training
should focus on the people in the field, technician-level, to have a greater effect. Further training needs
include planning and management skills, as well as administration skills. The Chef de Parc (PAM)
should have decision making power and have the skills to make those decisions. Decentralization of
authority is an important trend to encourage.

There are a number of constraints to effective management. One of the primary constraints is a
budgetary one, as there i often a lack of equipment, infrastructure and personnel in the protected areas.
In addition, there needs to be a great deal more planning in protected areas, as well as follow-up on
activities. The pressure of the population on natural areas in Burundi is very high. Some of the illegal
activities which are conducted in protected areas include fishing, firewood collection, cutting of trees
and some poaching. The need for agricultural land is also very great and this results in increasing levels
of pressure on the few remaining natural areas in Burundi. To protect these areas Burundi needs to have
staff who are adequately trained and equipped for law enforcement and protection as well as education
and extension work.

2.2.4  Analysis of Questionnaire

For the analysis of all the data generated by the questionnaire, a series of data sheets were devised, in
which all the data could be sorted and stored, and to facilitate entry into the computer programme for
the actual analysis. The following seven data sheets were created:

- Data sheet A allows the additional accountabilities and responsibilities to the job of a
PAM that were identified to be compiled.

- Data sheet B focuses on knowledge skills and records 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 to reflect the actual skill level of PAMs. From the data
sheet, the differences between the respondents scored necessary level and the PARCS
score was calcul~ted, and the difference between the necessary level (PARCS and own)
and their current skill level was calculated.

- Data sheet C focuses on mental and social skills and records whether respondents agreed
with the statements made by PARCS, and what their skill level is with respect to these
tasks.

- Data sheet D lists the responses to the three attitudes questions.

- Data sheet E records whether respondents spoke the language of the neighboring
communities, and whether they were able to use computers, and if yes, to what

purpose.

- Data sheet F lists the three training priorities identified by respondents and ties them in
with the 16 competencies and 11 main divisions of the job in the questionnaire. It also
identifies the form which these training priorities should take, as either formal, in-
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service, on-the-job and other.

- Data sheet G summarizes training already received as described in the bottom row of
the questionnaire and uses the competencies 2-17 as in the questionnaire.

Two workshops were held with the regional managers, data entry and computer analysts attending. The
first, held in August 1992 was to develop the overarching questions which were to be answered by the
questionnaire, and to determine how those questions could best be answered using the data generated
by the questionnaire. The second workshop developed the programs required to answer each question
and devised the specific questions with which the computer analysts were to run the programme.

SPSS (Statistical package for the Social Sciences, PC Version 4) was used to do the analysis on most
of the questions, and Word Perfect and Harvard Graphics were used to do the tables and graphics.The
computer analyst, Vitalis Mbanda Wafula spent 1000 hours on PARCS, and his colleague David Sumba
spent over 500 hours on data entry and on analysis as well as the presentation and graphics of the

results.

2.2.5 Gender

A question on gender was included in the questiontaire in order to determine whether there was a link
between a respondent’s zender and the responses given. Unfortunately this question wes not included
in the first questionnaires used, but added at a later date. Where female respondents filled in the
questionnaire, any variations in the responses were considered from this point of view. In none of the
countries assessed were large enough sample sizes of women assessed to allow any link to be made.

2.3 Results
2.3.1 Data Collection Table

From the table can be seen that the method used throughout was with a consultant for PARCS holding
a workshop with PAMs and FODs present and where they fill out the questionnaire with the consultant
nearby. The consultant was the project director of the Biodiversity Project in Burundi, of the US Peace
Corps, Mr. Leif Davenport. Previous to holding the workshop, Mr. Davenport and the Regional
Manager had a meeting where the PARCS project and the methodology were discussed, to fully brief
Mr. Davenport. In addition to filling out the questionnaire, background information on all the protected
areas under the jurisdiction of the INECN was collected.

2.3.2 Background Information Sheets
The background information sheets on all the protected areas are annexed.
2.3.3 Respondent’s years in Service/Years as a PAM

The majority of PAMs and Assistant PAMs have been in the service of the INECN for less than 5
years. Unfortunately the question how many years they had worked as a PAM was not asked. As
mentioned above, the INECN is a relatively new organization and has been in existence only since 1980.
Many of the people working for the INECN have been recruited in the past 2 or 3 years and are just
starting in their role as a PAM or assistant PAM. Any training programs established in Burundi would
be particularly effective due to the fact that many of the managers have only recently assumed their
positions and would be relatively open to new ways of thinking and fulfilling those roies.
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2.3.4 Validation Analysic for Knowledge

In general, respondents agreed with PARCS with respect tot he level of knowledge considered necessary
to do the job o a PAM.

2.34.a Additions and Deletions to Accountabilities and Responsibilities

There were none.

2.3.4b Validation Analysis of Knowledge of PAMs and Assistant PAMs, Relative to PARCS’
Validations

This analysis compares the level respondents considered necessary to satisfactorily do their job with the
level PARCS considered necessary. Any variance between the two levels would indicate a difference
in how the job was perceived. For this reason, the smaller the difference in scores (i.e. scores of 0,-1
or +1), the greater the similarity in the perception of the job. Positive scores indicate that the
respondents consider the necessary level to be lower than that set by PARCS, and negative scores
indicate that respondents consider the necessary level to be higher than that set by PARCS.

A score of zero indicates total agreement.
The analysis is necessary to determine whether or not the level set by PARCS is considered accurate

and whether it can be used as the standard of comparison for the analysis of training needs, or whether
another standard of comparison needs to be found. The following piece by piece discussion of the
results indicates that in general, with a few exceptions, the level set by PARCS is considered accurate
(see also 2.3.4.c). As a consequence, the PARCS level was used for analysis of training needs (gap-
analysis 2.3.5).

Where there is disagreement, it is generally a higher level of knowledge that is considered necessary.
The overall level of agreement was high, but unfortunately this is deceptive. When PARCS didn't set
the level at "in-depth knowledge”, it was frequently "working knowledge". There is only one level
higher possible from "working knowledge", namely "in-depth knowledge". It would have been
impossible for PAMs to respond unanimously for a higher level required and be considered significant
by this analysis because a difference of -1 is not considered significant. The cut-off point taken was a
difference of -2 or -3 (see 2.3.4.c). In otherwords, there was little option other than overall agreement,
if responses varied in favour of higher levels of knowledge.

i Technical Knowledge:

Most variation from the PARCS score tended to increase the level considered necessary. In most cases,
this brought the level up to "in-depth knowledge". There was a small amount of disagreement in favour
of decreasing the level considered necessary, but only in a few instances. The two areas in ‘which
respondents felt the skill level required was sometimes lower than that established by PARCS were F
(Visitors) and K (Resource conservation). Given that there is relatively little tourism still in Burundi,
but that tourism development is considered a priority by the INECN, these results are surprising. The
level set by PARCS was "in-depth knowledge”, and some respondents felt “working knowledge" to be
sufficient. One respondent, however, felt that even lower skills would be sufficient. Some respondents
evidently did not consider this such an important task. Looking at the gap analysis (2.3.5), however,
most respondents did consider that they needed more skills in this, and identified it as a training need.
Relative to their own score as standard (2.3.5.b), more than 60% considered that their skill levels were
too low, even if only "some" or "working " knowledge was considered necessary.

ii. Management Knowledge:

Again, where there was variance with the PARCS score, respondents considered higher levels necessary
than identified by PARCS.

In almost all questions, respondents felt that "in-depth" knowledge was required.
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iii. Planning Knowledge:

Although the overall level of agreement was high, with 95.4% of responses not varying more than one
point from the PARCS level, there were some interesting differences. In questions 32,33 and 34
respondents felt that lower levels of skill were required than established by PARCS. These questions
refer to patrol planning, visitor planning and planning of interventions respectively. The two questions
on resource conservation were also indicated as requiring slightly lower skill levels. They only brought
the level down to working knowledge, from in-depth knowledge.

iv. Legal Knowledge:

Most (5 out of 9) questions were considered to require higher levels of knowledge than set by PARCS.
There is only 73.4% agreement with the PARCS scores in this section (2.3.4.c). Although occasionally
some individuals felt that lower levels were necessary, most respondents felt that a PAM requires in-
depth knowledge about all legal matters concerning the PA. The one question in which almost 60% of
respondents felt that a lower skill level was acceptable dealt with laws related to interventions.

V. Policies and Procedures Knowledge:

Where respondents did not agree with the skill level considered necessary by PARCS, disagreement very
rarely exceeded one level, and overall agreement was high (98.9%). Occasionally, respondents felt that
in-depth rather than working knowledge was necessary, or worki 'g rather than in-depth knowledge was
required. The questions in which a slightly lower level of skill was considered necessary dealt with
staffing, infrastructure, visitors and public relations. The questions in which a slightly higher level of
skill was considered necessary dealt with accounting, planning and research.

vi. Financial Knowledge:

In all but one question (dealing with community conservation), most respondents felt that a PAM should
have in-depth knowledge of all financial matters. PARCS felt that working knowledge would generally
suffice. In the question dealing with record keeping of resource use, or resources shared, with the
community, respondents felt that working knowledge was generally sufficient, and 3 felt that some
knowledge would be adequate. This is probably because in Burundi this is not something which is
currently being done, and some respondents did not really feel they required these skills.

234.c Measure of Agreement for PARCS Validation Score

On the whole, the measure of agreement between the level of skill considered necessary by PARCS and
by respondents is very high, 91.4%. Only in Legal knowledge was there less agreement, with
respondents considering a higher level of skill necessary. PARCS considered "some" knowledge
sufficient in many aspects ~f the job, whereas respondents felt that at least "working", if not "in-depth”
knowledge was required. This measure of agreement is based on variation not exceeding a score of 1
or -1. As mentioned above, this does tend to favour agreement, because if the PARCS level is set at
"working knowledge", there cam be no disagreement exceeding 1 or -1 unless respondents consider the
skill as unnecessary, which is rarely the case. Only those skills were included in the questionnaire that
are usually part of, or potentially part of a PAM’s responsibility.

2.3.4.4 Comparison of PAM and Assistant PAM Validation Analysis of Knowledge Scores with
Target Validators (average scores)

This table presents all the average validation scores for, each category of respondent (position). This
shows whether or not the different categories of respondents agreed with PARCS, in general, with
respect to the levels of skill required to fulfill the positior of PAM successfully. The average
country/organization score is an average score of all the PAMs and Assistant PAMs combined, and
represents the general level considered necessary by PAMs and Assistant PAMs. The greater the
difference in scores, the greater the difference of perception in the required skill level.
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In general, the level of «nowledge the FOD considered necessary for PAMs was slightly higher than
the level set by PARCS. Variation between the thre: levels was not very great, and the level set by the
Field Associate resembled that set by PARCS,but on the whole, they tended to consider a greater level
necessary than PARCS. The level set by FODs was not unlike the level PAMs considered necessary,
although the latter may have been just slightly less demanding.

Overall, the level set by PARCS can be considered the iowest acceptable level, as all validators
considered slightly higher levels of knowledge necessary. Overall agreement was high, however, as
variation from the PARCS level was slight.

2.3.5 Gap Analysis of Training Needs for Knowledge: PAMs and Assistant PAMs

In general, the three categories of respondents identified gaps for all knowiedge skills (competencies),
although the gaps were not equally large over all competencies. The_competencies the PAMs identified
as showing the greatest training needs were: Policies & Procedures, Legal and Technical Knowledge.
FODs and Field Associates felt that PAM training needs were greatest in Planning, Technical skills.
They also felt that the PAMs level of knowledge was lower, on average, than PAMs did themselves,
although they all identified gaps.The Main Divisions of the Job in which training was most required
were Laws and Regulations (E), Vis'tors (F), Interventions (G) and Resource Conservation (K).
Community Conservation (H) did not figure highly, although it is considered the greatest problem facing
Burundi’s protected areas. This may be due to the fact that the issue is being addressed and people are

being trained.
2.3.5.a/b Relative to PARCS/Respondents’ Validation Score

In this analysis, the skill level required in each competency set by PARCS will be used as the standard
of comparison. The level considered by each respondent to best reflect their actual skill level is
compared to the level considered necessary by PARCS, to measure the gap and possible training need.
Only when the difference results in a positive score (meaning that PARCS set the level higher than the
respondent) is the score considered in the analysis below. Negative scores mean that respondents have
a higher level than considered necessary and a score of 0 means that the actual level reflects the level
required. As resporndents tended (o agree with PARCS as to the level of skill required, there is not much
variation between a and b. What variation did occur, however, tended to favour higher levels of skill
than considered necessary by PARCS. The gaps identified when compared to respondents’ own
validation score, therefore, tended to be somewhat greater than when compared to PARCS.

i. Technical Knowledge:

Some degree of training need was identified in all aspects of technical knowledge. The least training was
determined necessa.y for the questions referring to knowledge of extension methodologies and the
cultural and historical context for the location of the protected area. Relative to the score respondents
set themselves as necessary, the gaps are larger than relative to the score PARCS considered necessary.
Up to 80% of respondents identified training needs in technical knowiedge for 10 out of the 17
questions. When the respondent’s validations scores are also taken into consideration (2.3.4.b) it is clear
that technical knowledge is considered very important and PAMs require in-depth knowledge for most
of them, and their actual skill levels range between "some" and "working" for most of them.

ii. Management Knowledge:

The gaps in knowledge between what respondents feel they have compared to what they feel they ought
to have are more marked when compared to the standards they set than when compared to the PARCS
standard. The greatest gap using the PARCS standard of comparison was in the question dealing with
protected area vs people conflict management. The greatest gap identified using the respondents’ own
standard of comparison dealt with the management of visitors and the management of interventions.
Although both are important in Burundi, one of the greatest problems identified in protected area
management in Burundi is that of population pressure on protected areas. Management of conflicts with
neighboring communities is something which requires great skill and expertise.
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iii. Planning Knowledge:

There were very clear training needs identified for this skill, although comparison with the ranking of
training needs by other categories of respondents shows (2.3.5.d) that PAMs were perhaps less aware
of the needs in this skill as the FODs and Field Associate. The greatest training needs were in planning
with respect to visitors, interventions and resource conservation.

iv. Legal Knowledge:

Training needs identified in legal skills tended to be very high, with some questions identifying gaps of
3. Question 46, pertaining to the knowledge of legal aspects of collecting/exporting materials and
specimens showed a very high gap in the required skill level. More than 50% of respondents had "no
knowledge" of these laws. Given Burundi's history of traffic of legally protected animals and materials,
this would be a very important need to address. Knowledge of laws and regulations relevant in protected

areas was generally very low.
v. Policies and Procedures Knowledge:

This was the competency in which PAMs identified their greatest training needs. They frequently felt
they had no knowledge, or some knowledge at best of the policies and procedures relevant in protected
areas. Respondents ranked their skill levels very low, and felt also that the levels of skill required were
very high. In only two questions did at least one respondent feel their skill level to be adequate, relative
to the level set by PARCS. In most questions (80%), all respondents identified a training need.

vi. Financial Knowledge:

Skill levels in financial knowledge were also generally very low and in some cases (questions 61,62 and
63) respondents felt they had no knowledge of the skills. Relative to their own standard of comparison,
the gaps were much more extreme, as respondents felt the level of knowledge required was considerably
higher than that set by PARCS.

In summary, over all the skills combined, the PAMs felt that the greatest training was required in laws
and regulations, in dealing with visitors and in interventions. Rather surprisingly, dealing with
neighboring communities, or community conservation did not figure very highly in this analysis,
athough it is a vital problem and aspect of conservation in Burundi. Perhaps PAMs felt that as they
were being trained in these areas (notably by the Biodiversity Project of the Peace Corps) their skills
were therefore, if not adequate, at least better than others in this area. It is possible that the training has
brought the skill levels up and that community conservation can no longer be considered the greatest
training need. The FOD and the Field Associate also did not feel that community conservation showed
the greatest training need for PAMs (section 2.3.5.d).

Table 3 demonstrates that the skills in which respondents felt their training needs were the greatest

(percentage of questions in which at least 60% of respondents felt training was needed) are Policies &
Procedures, Technical ar ' Financial knowledge.
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Table 3
Percentage of Questions in which at least 60% of Respondents Identified a Training Need, using the

PARCS Standard of Comparison

Skill Percentage

Technical Knowledge 82

Management Knowledge 20

Planning Knowledge 75

Legal Knowledge 55

Policies & Procedures Knowledge 100 .
Financial Knowledge 83 |

2.3.5d Comparison of Average PAM and Assistant PAM Gap Analysis of Knowledge Scores

with reference to PARCS score with Target Validators

The target validators are thosc individuals that completed the questionnaire to indicate the skill level of
the "average” PAM employed in the department. They ranked the level of skill they felt was required
for PAMs, and they ranked the level of skill of the average PAM. This enabled comparison of the levels
of skill that PAMs felt they had with the levels of skill people responsible for PAMs (FOD) or working
with the PAMs (FA) felt they had.

On average, the target validators agreed with the levels of skill PARCS considered necessary for PAMs,
although where there was variation they tended to favour higher levels of skill. The FOD felt that the
levels of skill of the "average” PAM were closer to the levels of skill required than the PAMs did
themselves, and often the gaps were lower. The Field Associate generally felt the gaps were higher and
that training was needed throughout, and they felt that PAMs tended to overestimate their skill levels.
The FOD and the Field Associate did agree, however, that Planning skills required a great deal of
training, as well as Technical skills and Legal skills.

From Table 2.3.5.d can be seen that the PAMs gene.ally felt that the gaps were greater than the
Assistant PAlvi.. This is probably not due to the Assistant PAMs being better trained, but because
PAMs, having greater responsibilities, being more aware of the needs and demands of the job than the
Assistant P£ Ms.

Table 4 presents a gap analysis of all categories of respondents (positions) with respect to the PARCS
score (which is considered to accurately reflect the job of a PAM). This will enable comparison of the
training needs identified by each category, using the same standard of comparison. The greater the
score, the larger the gap. Only positive scores are considered in this table as a negative score would
indicate overtraining, which is not the point of this exercise.
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Table 4
Percentage of Questions in which an Average Gap of About 2 or more was Identified for Each

Competency

Competency PAM FOD FA
;—-_——= r————
Technical 4] 29 82
Management 0 10 40
Planning 33 42 75
Legal 44 33 56
Policy & Procedures 80 10 50
Financial & Accounting 33 0 66

The importance of Policies and Procedures, and the fact that it ranks higliest as the training need for
PAMs is a finding that is consistent throughout all the Central African countries assessed. The relatively
low rank of management knowledge is also consistent throughout all of Central Africa. Technical skills
tend to be ranked in the middle, but nonetheless have a number of questions demonstrating large gaps
in kaowledge. It is evident that according to all categories of respondent assessed, there are large gaps
in the knowledge of PAMS that need to be assessed with training. The gaps are not necessarily in those
areas which are the most obvious, nor in the areas PAMs tend to consider their greatest training needs
(see 2.3.11).

Table 5 presents the gaps in knowledge by the main divisions of the job._The three divisions that have
the highest training needs are E (Laws and Regulations), F (Visitors), G (Interventions) and K (Resource
Conservation), for all three categories of respondent. Research (I) is also seen as requiring training.

Table 5
Percentage of Questions in which an Average Gap of About 2 or More was ldentified for each Division
of the Job

Main Division PAM FA FOD
A. Staffing 17 33 0
B. Infrastructure 17 50 17
C. Accounting 0 50 0
D. % actical Plans 0 0 0
E. Laws & Regulations 80 100 0
F. Visitors 71 100 57
G. Interventions 60 60 40
H. Community Conservation 25 63 12
I. Research _ 50 83 17
J. Public Relations 29 29 14
K. Resource Conservation 50 88 38
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2.3.5.f Average Technical Knowledge Skill Level with Respect to Biome

Table 2.3.5.f in the Annexe shows that respondents in all biomes most frequentl;’ had training needs,
or gaps in the order of 1. Most respondents were from savanna areas, which explains why the numbers
are much greater in this column. The savanna protected area managers did 2lso identify gaps of 2,
especially in questions 2,3 (Laws and regulations), 7 (Interventions), 10 (research), 14 and 15 (Resource
conservation). Questions 4 and 6 (visitors) also had gaps of 3 identified in them. These differences could
be due to differences in sample size between the biomes. As more than one biome could be listed for
a protected area, savannas were often listed even in a protected area that was also covered by forest,
or montane forest. This is due to the patchiness of forests in Burundi and the extensive open areas

between forest patches.
2.3.6 Validation Analysis of Social & Mental Skills

2.3.6.a Analysis of "Yes" Responses

This analysis shows the extent to which respondents agreed that the skills listed under mental and social
skills are required by PAMs, in order to satisfactorily do their job. Where respondents agreed with
PARCS, they answered "yes". the histogram presents the amount of agreement for each skill, and can
be considered the validation of the questionnaire. If agreement is high, the questionnaire is validated.

The overall accuracy score was 91.53%, indicating a very high level of agreement that the questions
are relevant to the job of a PAM. The questionnaire can therefore be considered to accurately reflect

the needs of a PAM in Mental and Social Skills.

2.3.6.b Analysis of "NO" Responses

This analysis shows where there was disagreement, in those instances where PAMs considered the
question not to be relevant to their job.

Rarely did more :han one or two people disagree with PARCS as to the relevance of the question in
Mental and Social skills. The exceptions to this statement are E14 and I9. The first is a question which
was, unfortunately, frequently misinterpreted. Gaining cooperation of wrongdoers, or "s’acquérir la
coopération des malfaiteurs” was often interpreted as cooperating with wrongdoers, rather than
influencing wrongdoers to alter their behaviour and to cooperate with the protected area authorities.
19 was a question which referred to determining causes of why research programs did not follow the
established timetable. A number of respondents felt that this should not be considered a requirement of
their job. In general, respondents agreed with the responsibilities set out in the questionnaire with
respect to their mental and social skills.

NB. In Table 2.3.6.b the percentages indicate number of "no" responses. Not all questionnaires had all
the questions completed, explaining why some of the percentages (i.e. 12.5, 37.5 and 42.9) are not
calculated from a total of 9 respondents.

2.3.7 Current Mental & Social Skill Level
2.3.7.a Low Skill Levels

Table 2.3.7.a presents the cumulative total of all respondents having answered 1 or 2, indicating those
questions where they feli their skill level to be low (needing training). A score of 1 indicates no skill,
2 indicates poor skitl.

There was not a great deal of variation in the a.iount of times a low skill level was identified for each
competency. The only exception to this was Oral skills (competency 12; where respondents felt their
skills to be generally adequate. In general, between 29 and 46 % of responses identified a low skill level.
The following table lists the percentage of times a low skill level was identified for each competency.
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Table 6
Percentage of times a score of 1 or 2 was given for each competency

Mental & Social Skills l Percentage
8. Comprehension 36
9. Problem Analysis 36
10. Creativity 46
11. Evaluation 40
12. Oral 16
13. Written 29
14. Working with Others 34
Table 7
Percentage of times a score of | or 2 was given for each main division of the job
Main Division of the Job l Percentage
A. Staffing 16
B. Infrastructure 25
C. Accounting 37
D. Tactical Plans 44
E. Laws & Regulations 38
F. Visitors 37
G. Interventions 29
H. Community Conservation 33
1. Research 63
J. Public Relations 33
K. Resource Conservation 35

Again, there was not a great deal of variation in the amount of times a low skill level was identified for
each main division of the job. In general, low skills were identified between 29 and 44 % of the time,
with the exception of stafling (16%) and research (63%). The skill levels of PAMs are low throughout
the mental and social skills and they could profit from training in all of these skills.

2.3.7b Comparison of Average PAM and Assistant PAM Gap Analysis of Mental & Social
Skills with other Target Groups

The lower the average scores, the greater the need for training in these skills.

According to both FODs and Field Associates, PAMs frequently overestimated their mental and social
skills._The main divisions of the job in which FODs felt PAMs needed most training in mental and
social skills were F (Visitors) and G (Interventions). Field Associates felt that PAMs needed training
most_in_A (Staffing) and I (Research). followed closely by D (Tactical Plans), F (Visitors). G

(Interventions), and H (Community Conservation).
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The following table demonstrates the competencies in which target validators felt the greatest gaps in
mental and social skills were. The percentages represent the percentage of times a score of | or 2 was
recorded for each competency. According to PAMs themselves, the largest training needs were in
Creativity, Evaluation and Problem Analysis. Their lowest need was in Oral skills (see 2.3.7.a).
According to both FODs and Field Ascociates, the greatest needs were in Creativity. Although the F::ld
Associate agreed with the PAMs with respect to Evaluation and Problem Analysis being required, the
FOD felt that written skills and Comprehension were more urgently required.

g:?::nfage of times a score of 1 or 2 was identified for each competency
Mental & Social Skills (Competency) l FOD FA
Comprehension 33 67
Problem Analysis 27 73
Creativity 60 80
Evaluation 22 78
Oral 0 4
Written 38 63
Working with Others 30 50

2.3.8 Analysis of Attitudes

In order to effectively manage protected areas and deal with people both within and outside the
department, protected area managers must have social skills which do not necessarily fall under the
categories of knowledge or mental & social skills listed above. Leadership and team building are
important components of a PAM’s responsibility. To assess the skill levels of PAMs in these qualities,
the respondents were asked to describe the methods they felt were the best suited to instil work ethics,
commitment to conservation and healthy at:itudes to adjacent communities in their staff. The responses
to these questions fell into a number of broad categories, which were subsequently listed and numbered.
Overall, the responses favored showing hard work and dedication to conserv:::on through example and
involving both staff and local communities in management of the protected areas. Participation in
management and conservation is a common theme throughout most of the responses.

2.3.8.a Methods to Instil Work Ethics

The most frequently selected method to instil good work ethics was "cultivating good working
relationships which creates rapport for instruc ion", and "showing hard work and dedication through
example”. There wasn’t a great deal of difference between the ways in which PAMs of differing length
of years of service felt good ethics should be instilled.

2.3.8.b Methods to Instil Commitment to Conservation

In general, PAMs felt that to instil commitment to conserwation,explaining the value of conservation to

staff, showing dedication through example, and demonstrating the importance of conservation to human
needs were the most frequently selected methods.
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2.3.8.¢c Methods to Instil Healthy Attitudes to Adjacent Communities

A large number of methods were selected to instil healthy attitudes to adjacent communities, including
maintaining dialogue with communities, accepting the validity of community participation in protected
area management and taking opportunities to provide employment for local communities. All of these
stress the importance of involving the neighboring communities in protected area management.

2.3.9 Language Skills of PAMs and Assistant PAMs

The data show that 100% of PAMs in Burundi speak the language spoken by the local community. This
is not surprising in such a small country, where everybody probably speaks (Kirundi). It is an important
asset in the development of extension programs and working with neighboring communities. This
question was asked in order to assess whether it was possible for PAMs to be actively involved in
community extension work and whether communication problems could lie at the root of the conflict
between protected areas and neighboring communities.

2.3.10 Computer Skills

Very few PAMs (11%, or one individual) are able to use computers. Most PAMs do not have these
skills, and this is due to the fact that they never have access to computers or are in situations where they
could have the opportunity to learn how to use them.

The PAM that did use computers used it for wordprocessing and accounting, but not for data analysis.
This also means that for the research work carried out in the protected areas in Burundi, all computer
analysis must be carried out by peop!le other than PAMs.

2.3.11 Training Priorities Identified by Respondents

The three competencies that were most frequently listed for training were technical knowledge, legal
knowledge and management knowledge. The main divisions of the job in which training was required,
as listed in the 3 given priorities for training, involved visitors and community conservation.

Table 2.3.11. presents the training priorities PAMs and Assistant PAMs listed after having completed
the questionnaire. These are listed by main division of the job, and by competency. The first row and
the first column are "blank", where the response did not link a competency with a main division.

From the table can be seen that respondents feel that their greatest training needs are in technical skills,
legal skills and management skills when asked to list their three priorities. These three priorities do not
overlap with the three greatest training needs identified by the gap analysis, where respondents ranked
their own skill levels relative to the levels of skill required for the job. This analysis ranked Policies and
Procedures highest, followed by financial and technical skills. Management was the skill requiring the
least training from the gap analysis, and Technical skills were ranked only third place. Policies and
Procedures (competency 6) was never listed as a priority, although it was ranked as the highest training
need from the gap analysis. The forms of training with which PAMs have had the most contact, and
which appear the most obvious to them, and the skills which protected area managers feel they need
most are technical, legal and management skills, and it is for this reason perhaps that they are always
listed as priority training needs. The fact that other skills may be relatively more important in the
changing job of a PAM, and that they may need to precede other forms of training is not always
obvious. The value of the questionnaire as an exercises and a point of discussion (dissemination) is very
clear in this instance where PAMs are not fully aware-of their capabilities and of their training needs,
despite the fact that they identified them themselves with‘the aid of the questionnaire.

Another interesting point is the fact that the main divisions of the job Laws & Regulations  and

Interventions were not listed as training pnormes although they frequently occurred as training needs
in the gap analysis. On the other hand, community conservation was not often identified as a training
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need in the gap analysis, yet it is frequently listed as a training priority. Protected area managers feel
that dealing with visitors and community conservation are important aspects of their job. They have been
identified as priority emphases of the INECN. The skills that PAMs possess with respect to community
conservation, however, are evidently better that they think. Other divisions of the job, which they may
feel are less important, require more emphasis in training. Variation between the different divisions of
the job and their importance in the gap analysis as well as in the priority listings is not great, however.

2.3.12 Training Received
2.3.12.a/b/c  Knowledge, Mental & Social, Attitudes

The training that was most frequently identified as having contributed to PAM’s skill levels was formal
wildlife training and informal on-the-job training. Interestingly in-service training was never listed,
although the INECN is actively developing in-service training (at present, however, the programme is
geared towards guard training as opposed to management-level training). Many respondents felt that they
were learning as they were carrying out their responsibilities as PAMs. This finding opens the door to
the possibility to structuring on-the-job training, and developing in-service training to formalize this
form of learning. It is felt to contribute significantly to people’s capacity to carry out their
responsibilities and can thus easily be redirected to ensure that the proper skills are covered and that it
is adequately structured.

One of the problems with in-service training is the lack of recognition it receives from authorities. It
often does not figure on an individual’s curriculum vitae. For this reason, it is often not seen as "real"
training and is overshadowed completely by formal and officially recognized forms of training. In-
service training programs must take this into consideration and in many cases it would be helpful to
formalize recognition for both attendance and an evaluation of participation in-service training. Formal
training in Burundi has come mainly from the Burundi Agricultural College, the University of Burundi
and the Agricultural Institute. The Mweka Wildlife College in Tanzania was also listed by respondents.
In the past, Burundi has sent 4 students to the Ecole des Specialistes de la Faune in Garoua, Cameroun,
but this was not listed by respondents. It is possible that none of the respondents to the questionnaire
had been the individuals that attended the Ecole de Faune in Garoua.

2.3.12.d Years Since Formal Wildlife Training Received

Mot all respondents answered this question, but of those that answered, about half had received formal
wildlife training between 0-2 years ago, and 2 had received their between 6 to 10 years ago. As the
INECN is a recent organization and many of it’s employees are recently recruited, it is not surprising
that quite a number of themn have received their formal wildlife training relatively recently.

2312 Frequency of Which Training has Contributed to PAM skill Levels

From the histograms can be seen that all § respondents felt that some form of training had contributed
to their skill levels in most of the competencies. The exceptions are in the Attitudes skills, where only
a few felt that they had received any training in these skills. In Financial and Accounting skills (7), only
8 respondents felt they had received any training.

23.12g Type of Training that has Contributed Most to Job Requirements, Analyzed by
Respondents’ Years of Service
\
In this analysis, an attempt is made to link respondents: perceptions of training with their years of
service. The question was not always responded to. The three histograms show that the respondents
having recently (between 1 and 5 years ago) been recruited by the INECN felt that formal wildlife
training was the form of training that had contributed most to their current skill levels. Formal Wildlife
Training could be either the Wildlife College of Mweka, in Tanzania, or the University of Burundi.
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One respondent having attended the Institut Technique Agricole (ITAB) from 1979 to 1983 felt that this
training had contributed most to his skills as a PAM.

2.3.12.h Training needs Identified by Gap Analysis of Questionnaire for PAMs and Assistant
PAMs

This table presents the cumulative total of scores in which a gap of 2 or 3 was identified in Knowledge
skills, and a score of 1 or 2 (low skill level) was identified in Mental and Social Skills as a symbol. The
size of the dot is determined by the number of times a gap was identified. Large dots indicate frequently
identified training needs, small dots indicate relatively rarely identified training needs. The total number
of times a gap was identified in each box in the matrix is divided by the number of questions in each
box, in order to evenly weigh all the boxes in the questionnaire. The table is a summary of the gap
analysis for all the competencies and the main divisions. The columns, or competencies, in which a
large gap was the most frequently identified are 6 (Policies and Procedures), 5 (Legal) and 4 (Planning)
for knowledge, and 11 (Evaluation), 10 (Creativity), and 9 (Problem Analysis) for the mental and social
skills. These results are presented separately in the previous sections 2.3.5 and 2.3.7.

2.3.12 Measure of Agreement of Training needs of respondents’ Training priorities and
Questionnaire Analysis

This table merges the figures presented above (2.3.12.h) with the three priorities listed by each
respondent at the end of the questionnaire (2.3.11). Where there is overlap (i.e. a training need
identified both by themselves and by the gap analysis) there is an asterisk in the box. The table shows
that there is a great deal of overlap, although the order of priority does differ (see 2.3.11). There is
overlap in that both in the gap analysis and in the respondents own list are the same main divisions of
the job considered areas for training. For technical knowledge, PAMs wanted training in Visitors
(Tourism), Public Relations and Resource Conservation. In Planning knowledge respondents wanted
training in Community conservation. In Legal knowledge, PAMs wanted training in Visitors and
Research, and in Financial knowledge, they wanted training in Accounts.
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24 SUMMARY AND CONCLUSIONS

The Protected Area Conservation Strategy (PARCS) was devised in order to address two important
questions: 1) what is needed in respect of Protected Area Manager(PAM) training to enhance the
conservation of Africa’s protected areas? and 2) what can be done to provide this training for PAMs,
as well as what steps can PAMs themselves take to identify and design pilot educational efforts that

respond to their needs?

In order to answer the first question, and to begin to understand how to answer the second, a training
needs assessment was undertaken in 15 African countries. A questionnaire general enough to be
applicable in all countries was developed for this purpose, enabling comparison across regions and
countries.

In addition to the training needs assessment, a training opportunities assessment was started. This
assessment will continue after the needs assessment has ended, in order to develop a more thorough,

and use. 1l list of opportunities.

The results from the training needs assessment, which are summarized below, will be used in developing
participatory pilot training projects in the second phase of the PARCS project.

The training needs assessment and training opportunities assessment were designed in order to generate
data which could then be used to answer a number of overarching questions. The questions are relevant
throughout Africa and represent the problems of training and protected area management in a wide
variety of habitats and situations. The answers to these questions can be used to address some of these
problems, and in many cases provide solutions to the problems.

Qverarching questions

a. What are the responsibilities of a PAM? Are these responsibilities universally recognized?

It is possible to describe, in a general manner, the role of a Protected Area Manager, and have this
description fit for managers all over Africa and in the varicty of habitats and categories of protected
areas that exist over the continent. The questionnaire, which was a job-description for a protected area
manager, was used in 15 different countries and there was very little disagreement on the responsibilities
listed. Within each country, a number of different people were contacted and questioned on the validity
of the questionnaire as a job description. These people were not only protected area managers, they were
also field operation directors at headquarters, regional managers, field associates, trainers and research
officers. They all agreed to a very high degree with the description proposed by the PARCS project.

In Burundi there were very few changes made to the description of the job of a protected area manager
proposed by PARCS, and the overall level of agreement was 91.4%. In other words, very few people,
of all categories, queried any aspect of the questionnaire and it’s relevance to a protected area manager
in Burundi. Although not all aspects of the job as described in che guestionnaire are put into effect in
Burundi, respondents did feel that they were skills required of a PAM, especially as it would be possible
to include these activities in the future.

b. What are the constraints on meeting these responsibilities? Where does training fit in?

There are a number of constraints in Burundi which make it difficult for protected area authorities to
carry out all their responsibilities. One of the major constraints is a budgetary one, which limits not only
infrastructure and logistics, but it also limits the staffing possibilities in protected areas, and it limits the
training available to staff. This is a constraint of particular importance in Central Africa where protected
area management has not been a priority in the past, and"where funding is often very limited. It also
has bearing on all the other constraints in Burundi.

Financial constraints, however, are not the only ones. One of the major problems is the lack of adequate

planning at the INECN headquarters. Training needs identified for Field Operations Directors include
planning skills, both with respect to protected areas in general and with respect to specific projects.
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Strategic and tactical planning are skills which need to be emphasized in training at all levels, In
addition,projects and programs often do not include a follow-up phase, which severely limits their value,
Monitoring and evaluation programs must also be emphasized.

One of the difficulties in Burundi, as elsewhere in Central Africa, is the lack of sufficient staff in the
field. The proportion of staff to area meriting protection is extremely imbalanced. The INECN
authorities pointed out that there are far too few guards to adequately cover the protected areas and to
ensure their safety from encroachment. Population pressure on these areas is very great, both for
agricultural land and for the resources they contain. If there are insufficient numbers of people to guard
these areas, there are certainly too few people to also be involved in community education and extension
work. Burundi has a good record of sending its trained staff into the field, but many more people have
to be trained, and then supported by the organization to satisfy the need for trained personnel.

There are presently a number of training programs underway in Burundi, starting to address the needs
of the protected area staff. The emphasis has been on guard and guide training, or technician-level
training. The needs of field-based managers, and even directorate-level managers have not been
addressed to date. One of the major constraints on effective use of human resources is the lack of
repeated training. Training is still often seen as leading to elitist positions and is usually only a
preparation for recruitment, for a specific position, and never repeated. Training is therefore not seen
as part of the process of movement throughout a person’s career. This form of training is very limiting,
in that it is relatively inflexible and not adapted to the needs which arise during the process of a person’s
career. As a consequence, gaps arise in the knowledge and skills required to do the job successfully,
and these gaps are not addressed. Training should be seen as periodic and repeated as frequently as
possible and necessary, so that chaiging job requirements and responsibilities can be constantly
addressed.

c. Are PAMs skilled to the level judged by this training needs assessment to satisfactorily do
their job? Where are the deficiencies?

The process of filling in and discussing the questionnaire for the needs assessment already brought out
some of the gaps in the skills of PAMs which limit them in their jobs. The questionnaire as a job
description was a useful exercise for people who had never actually seen a description of their job. It
helped them see both the complexity of the job itself and the skills, in terms of knowledge as well as
mental and social skills, that were required for the job. It was clear to them that in a large majority of
those skills they had never received any form of training. After filling in the questionnaire, however,
they still tended to list, as their three training priorities, those competencies which were the nost
obvious, and frequently addressed ones. there was a considerable discrepancy between the competencies
in which the greatest gaps in skill level were identified by the needs assessment, and the competencies
in which respondents felt their priority training needs occurred.

The knowledge skills in which the greatest gaps occurred (in other words, in which the greatest training
needs were identified), frotu the perspective of protected area manager, field operations directors and
field associates, were similar, although there were slight differences in their order of importance.
Planning skills, Technical skills, Financial/Accounting skills and Policy and Procedure skills were all
considered important and requiring training. Legal skills were also listed. Management skills were rarely
identified as requiring priority training by the gap analysis. The main divisions of the job in which
training needs were most frequently identified were Laws and Regulations, Visitors and Interventions,
as well as Resource Conservation. Research was also frequently listed. Although population pressure
from neighboring communities is a major problem facing protected area management in Burundi,
community conservation did not figure as a priority training need, although training was required in it.
This is probably du~ to the fact the of all the Central African countries assessed, Burundi probably has
the most advanced community conservation programme ¢nd is making a concerted attempt to address
these problems. As a consequence, PAMs have acquired skills in community conservation, mostly
through on-the-job training and contact with projects, during the course of their jobs.

With respect to the mental and social skills required of a PAM, the greatest gaps in skill level were
identified in "Creativity” and "Evaluation”, followed by "Problem Analysis” and "Comprehension”.
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They considered their oral and written skills relatively adequate. Although their superiors and the field
associates agreed that the oral skills were adequate (or not requiring priority training), their written skills
were not considered sufficient. FODs ranked written skills second as a training priority, and the Field
Associate also felt that 63% of the questions in written skills demonstrated low skill levels.

d. 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?

The only training that PAMs regularly list as having contributed to their skill levels is formal wildlife
training and on-the-job training. Other formal training, such as at one of the two agricultural schools
in Burundi, has contributed to skill levels in Management and Planning, as well as Comprehension,
Problem Analysis and Oral skills. Formal wildlife training (Mweka Wildlife College and the Biology
department of the University of Burundi) contributed to skill levels in all knowledge, mental and social
skills. On-the-job training, or informal learning while executing one’s responsibilities, was also felt to
be important in contributing to skill levels. In-service training was never listed as having contributed
to training. This is indicative of one of the crucial problems of in-service training. Because such training
courses organized by the department are not officially recognized by a certificate or diploma of some
sort, or followed by a promotion, participants do not feel that they are true forms of training. This is
also true of attendance at workshops, seminars, conferences, etc. The latter are more frequently listed,
especially if they involve travel and perdiems, due to the prestige attached to their attendance. If in-
service training is to be a useful form of training, participants should receive some form of recognition
for participation in them. A system of evaluating participation, and rewarding excellence should be
included. One of the reasons that formal wildlife training is listed as having contributed to skill levels
in all knowledge, mental and social skills is because of the value attached to such training. A diploma
from a university, the Ecole de Faune in Garoua or Mweka Wildlife College is prestigious and valuable
to the holder. It will make him eligible for positions he would not otherwise be able to apply for.
Although these schools and universities do not necessarily contribute to all the skills mentioned,
participants did list them as having done so.

Many of the protected area managers in Burundi have been recruited relatively recently and have
received their formal wildlife, or other formal training less than 6 years ago. This is due to the fact that
the INECN is a relatively new organization and has been recruiting staff only recently. For this reason
also formal wildlife and other formal training were felt to be very important in contributing to skill
levels.

e. Assessments of Field Operations Directors

Although not based in the field, the field operations director has responsibilities not unlike those of a
PAM. The difference is mainly in the scale of responsibilities, which is much larger for the FOD. In
other words, whereas the PAM is responsible for tactical plans and budgets and for contributing to the
protected area strategic plan, the FOD is responsible for strategic planning of the whole protected area
system. The FOD must also set policies, procedures and standards for the whole of the system and
answer to the Ministry for all of the departments’s activities.

The field operations director, in general, has a higher level of training, both in terms of formal wildlife
training as well as other forms of training, such as workshops, conferences and seminars. Training needs
identified for FODs include planning, computer training, personnel training and management skills, and
overall management. Planning rcceives the major emphasi‘s for training, for all levels of personnel.

Appointment to the position of Field Operations Director'is often a political move and not necessarily
based on a candidate’s background. People often move from one Ministry or political position to
another, and it would not be unthinkable that a person with very little wildlife training background
would end up in the position of a FOD in the wildlife sector. If PAMs were trained to successfully meet
the requirements of the job, and if the department was sufficiently decentralized, it would not be so
important that the FOD have a wildlife background. The PAMs could provide much of the needed
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expertise, and it would be possible to consult other experts for the overall system approach. At present,
however, due to the lack of expertise of PAMs, FODs have to maintain a strong supervisory position
and decentralization is still very difficult.

f. What further training is required?

Although the questionnaire did bring a different emphasis to the traditional description of the job of a
protected area manager, and highlighted a variety of responsibilities of a PAM, there was a tendency
to fall back into the traditional perspective when questioned about what the priority training needs were.
The most frequently listed training priorities were technical knowledge training and legal training,
followed by management training. Although technical and legal training were highly ranked in the gap
analysis, management did not figure as very important at all. As PAMs are by definition managers,
however, they feel that management is one of the most obvious, and therefore most important skills
required of them, and one of the most important training needs. Most of the PAMs had little experience
with in-service training, although this may slowly be changing in Burundi. The training that they were
most familiar with was formal wildlife, or other formal training. Given the lack of in-service training
programs, most PAMs had never given short courses as part of such a programme any thought. For this
reason, when resprondents were asked about further training requirements, they tended to list formal
wildlife training in the skills mentioned above. Yet the need to take people fror their jobs for prolonged
periods of time, the expense of sending people to formal training institutions all make formal training
an option which is not realistic, once a person has been assigned to a post. Short courses, organized by
the department to specifically address needs encountered by staff would be a preferable and more
realistic solution.

Further training is required in a large number of areas. The most important gaps in knowledge skills
were in Policies & Procedures, Planning, Technical and Financial skills. The most important gaps in
Mental and Social skilis were in Evaluation, Creativity and Problem Analysis. The main divisions of
the job that required training the most frequently were Laws & Regulations, Visitors, Interventions and
Resource Conservation. This would indicate a need for technical training, and specifically in skills which
would enable managers to make decisions on how to obtain the full potential benefits from protected
areas (resource use, tourism, etc) while maintaining the optimal level of protection.

Few PAMs have profited from traditional wildlife training. Only a very small number have been either
to the Wildlife College at Mweka in Tanzania, or the Ecole des Spécialistes de la Faune in Garoua,
Cameroon. Most have degrees in agronomy or biology. It seems that in Burundi there is a need for
specific training in the technical skills required of protected area managers. Greater attendance at
traditional wildlife colleges (Garoua or Mweka) would be profitable, although the alternative of
developing specific courses in-country would be preferable. Although not all the necessary skills are
taught at traditional wildlife colleges, technical skills are an emphasis of these schools.

Given the extremely high population density in Burundi, and the resulting high pressure on protected
areas, it would be logical to include skills in dealing with communities in any training programs to be
developed for protecied area managers. Skills in dealing with the community and involving them in the
management of protected areas are important, as well as skills in determining their needs and cultural
practices, so as to avoid conflict wherever possible, and ensure that their needs and interests are being
met. An important focus is promoting local participation in protected area management through the
strengthening of community rights. Social skills need to be further developed in the government services
for forestry and protected areas.

\
g. What present programs could be restructured/enlarged to include training opportunities
for PAMs? T\

Due to the fact that Burundi was originally irtended to be a limited assessment country, no training
opportunities assessrnent was carried out for Burundi. Only the training needs assessment was carried
out. The training opportunities will need to be addressed in Phase II in order to obtain more information
on how existing programs could be restructured/enlarged. Assessments were carried out on the Ecole
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des Spécialistes de la Faune in Garoua Cameroun, (see Cameroun report) and the Mweka Wildlife
College in Tanzania (see Tanzania report). It is probable that the existing training opportunities could
be included in the development of PAM trainino programs, however. Development of courses using
expertise at these training institutes/universities would be greatly improved by their inclusion.

h. Are there other appropriate opportunities that have not been utilized?

At present, none of the training institutes, universities and colleges mentioned are being used for any
purpose other than pre-service training, preparing participants for their job. Rarely do people at
managerial levels in the INECN get refresher courses or any form of repeated training. In some
instances people are sent for courses abroad, or they attend seminars or conferences, but this is not part
of a training programme and not all people get the same opportunities.

It is possible that there are numerous additional training opportunities in Burundi. Opportunities for
training such as courses offered by banks, management schools, consulting firms, accounting bureaus,
etc, on planning, management, administration, accounting, etc, were not assessed. Assessment of other
training opportunities should continue in order to provide a more exhaustive list.

i. What kinds of training should be recommended?

Based on initiatives already undertaken in Burundi with respect to in-service training, and based on
discussions with Field Operation directors and Field Associates, as well as assessment of the Protected
Area Managers, it is obvious that there is much interest in the development of in-service training
programs. Programs thar have short, frequently repeated and refresher training courses that are
developed to the specific needs of protected area staff would be the ideal. This may take the form of
courses given by mobile training units, or of short courses given at the direction headquarters when field
staff come to the capital. The recipients of these training courses should not only be protected area
managers, or "chefs de parc". They should include people at a number of different levels, so that
training occurs throughout a person’s career and so that people arrive at a particular level in the
hierarchy already trained to the level necessary for that job.

The value of formal training in preparing people for specific positions should not be questioned. The
question should be, however, how to supplement this training so that it is no longer elitist and so that
everyone can profit from training. In addition, the goal should be that training is seen as available to
everyone and as a means of moving forward in a career, so that it also provides pride in the work and
professional satisfaction.

The kind of training that would be recommended, therefore, is training that is developed by the
department and which is available to everyone in a planned progress along a career path, The training
is specific to the needs of the job. The choice of protected area manager as target group for this
assessment is due in part to the fact that often it is this group that is lacking, both in training and in
manpower: field-based managers who are capable of carrying out the large number of functions and
responsibilities attributed to the position. The target groups for training will include not only protected
area managers, but also people below the level of PAM, who will need to be prepared to one day
assume the position of a PAM, and people above the position of a PAM, who will need similar skills
to the field-based managers, in order to supervise, coordinate and direct protected area managers.

In-service training can be used for a number of purposes. Some of the more salient uses are:

- providing people with the necessary skills in order to acquire posts with new responsibilities

- providing people with up-to-date- information or refresher courses on knowledge skills that they
have not studied for a number of years .t

- providing people with opportunities for changing their career path or taking a new direction

- providing specific skills which cannot be inculcated effectively in people with no experience of
employment, and which cannot be included in pre-service courses
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The present study recognizes the need in both the forestry and wildlife sectors for sociological skills.
These skills were revealed, in the knowledge skills gap analysis as contained in the main divisions of
the job in which the g - atest training needs occur (Resource Conservation, Laws and Regulations,
Visitors ard Interventions). Policies & Procedures, Legal, Planning and Technical skills come out as
requiring priority training more urgently than Management Skills. These skills were also revealed in the
Mental and Social skills as those requiring training, and included Evaluation, Creativity and Problem
Analysis. One of the crucial first steps in any programme addressing training needs would he the
training of trainers, in the organizations responsible for protected area management INECN), in order
to provide the capacity to carry cut in-service training. Expertise could come from any number of
training institutions within or outside of Burundi, or from technical assistance abroad. A training
programme w ould need to be developed within the organizations in order to plan and give direction to
training for people’s careers. This would demand the creation of a training officer post.

This study recommends the creation of a professional training officer post in the INECN in order to help
staff career development and to provide an information base as a precursor to effective planning. One
of the crucial first steps would be the training of trairers in order to provide the capacity to carry out
in-service training. Expertise could come from a number of existing training institutions, or from
technical assistance abroad. A training programme would need to be developed in order to plan and give
direction to training for peoples careers. This would demand the creation of a training officer post.
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Section 3 Recommendations

Based on initiatives already undertaken in Burundi with respect to in-service training, and based on
discussions with Field Operation directors and Field Associates, as well as assessment cf the Protected
Area Managers, it is obvious that there is much interest in the development of in-service training
programs. Programs that have short, frequently repeated and refresher training courses that are
developed to the specific needs of proiected area staff would be the ideal. This may take the form of
courses given by mobile training units, or of short courses given at the direction headquarters when field
staff come to the capital. The recipients of these training courses should not only be protected area
managers, or "chefs de parc". They should include people at a number of different levels, so that
training occurs throughout a person’s career and so that people arrive at a particular level in the
hierarchy already trained to the level necessary for that job.

The value of formal training in preparing people for specific positions should not be questioned. The
question should be, however, how to supplement this training so that it is no longer elitist and so that
everyone can profit from training. In addition, the goal should be that training is seen as available to
everyone and as a means of moving forward in a career, so that it also provides pride in the work and

professional satisfaction.

The kind of training that would be recommended, therefore, is training that is developed by the
department and which is available to everyone in a planned progress along a career path. The training
is specific to the needs of the job. The choice of protected area manager as target group for this
assessment is due in part to the fact that often it is this group that is iacking, both in training and in
manpower: field-based managers who are capable of carrying out the large number of functions and
responsibilities attributed to the position. The target groups for training will include not only protected
area managers, but also people below the level of PAM, who will need to be prepared to one day
assume the position of a PAM, and people above the position of a PAM, who will need similar skills
to the field-based managers, in order to supervise, coordinate and dire~t protected area managers.

In-service training can be used for a number of purposes. Some of the more salient uses are:

- providing people with the necessary skills in order to acquire posts with new responsibilities

- providing people with up-to-date- information or refresher courses on knowledge skills that they
have not studied for a number of years

- providing people with opportunities for changing their career path, or taking a new direction

- providing specific skills which cannot be inculcated effectively in people with no experience of
employment, and which cannot be included in pre-service courses

The present study recognizes the need in both the .orestry and wildlife sectors for sociological skills.
These skills were revealed, in the knowledge skills gap analysis as co.tained in the main divisions of
the job in which the greatest training needs occur (Resource Conservation, Laws and Regulations,
Visitors and Interventions). Policies & Procedures, Legal, Planning and Technical skills come out as
requiring priority training more urgently than Management Skills. These skills were also revealed in the
Mental and Social skills as those requiring training, and included Evaluation, Creativity and Problem
Analysis. One of the crucial first steps in any programme addressing training needs would be the
training of trainers, in the organizations responsible for protected area management (INECN), in order
to provide the capacity to carry out in-service training. Expertise could come from any number of
training institutions within or outside of Burundi, or from technical assistance abroad. A training
programme would need to be developed within the organizations in order to plan and give direction to
training for people’s careers. This would demand the creftion of a tfaining officer post. -

A" T
This study recommends the creation of a professional training officer post in the INECN in order to help -
staff career development and to provide an information base as a precursor to effective planning. One
of the crucial first steps would be the training of trainers in order to provide the capacity to carry out
in-service training. Expertise could cc 1e from a number of existing training institutions, oz from
technical assistance abroad. A training programme wou! need to be developed in order to plan and give
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direction to training for peoples careers. This would demand the creation of a training officer post.

One of the objectives of the PARCS project is to assist target countries to develop appropriate and
sustainable training programs for PAMs. Another objective is to promote inter- and intra-regional
approaches io training by providing opportunities for contact between PAMs from different countries
and for them to participate in regional training programs. The central african region, including the
eastern Zaire/Nile Divide and the western Greater Congo Basin include a number of protected areas with
differert ecological, economic and sociological functions. PAMs from the whole region could profit
from initiatives and expertise developed in different countries. PARCS could play a vital coordinating

and facilitating role to this goal.

A primary recommendation of this training needs assessment is to develop and emphasize the role of
in-service and on-the-job training as a means of addressing the training needs of PAMs identified.

Course topics should be based on the key training needs by competencies identified by the "gap
analysis” and should concentrate on the main divisions of the job requiring priority attention.
Specifically, these skills include Policies and Procedures, Legal, Technical, Planning and Financial
skills. and involve Laws and Regulations, Visitors, Interventions and Resource conservation. The
development of the mental and social skills involved in problem solving should be a technique used in
the training courses with special emphasis on the skilis demonstrating the greatest gaps. PARCS
involvement in the development of such a programme could consist of providing expertise in preparing
a syllabus and materials for each course, developing a course schedule that would fit into a general
training programme, and identifying potential course venues and instructors.

A goal of PARCS Phase II would be to assist in the development of a "training ethic", emphasizing that
training is a process and not a single incident in a career. PARCS should facilitate the development of

a training plan for the department, which would allow each person’s career to follow a pathway based

on performance and initiative. The emphasis of training programs will be as much as possible on
practical, field-based training.
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PROTECTED AREAS CONSERVATION STRATEGY (PARCS): TRAINING NEEDS ASSESSMENT
Four organisations, the African Wildlife Foundation, Wildlifc Conscrvation International, World Wildlife Fund and the
Biodiversity Support Program are working together on a projeet called PARCS. One of the main aims of the project is o

identify the skills required for the job of protccted crea manager and to assess the training nccds.

To achicve this we have developed a chart of the typical skills (competencics) required to do the job of protected arcea
manager. We would like you to assist us by doing (wo things:

® (0 cheek the appropriatencess of the chart to your job
® o asscss your current skill level for cach component of the chart

Before filling in the questionnaire please read everything through very carcfully. This information will be confidential and
will be uscd o build up an analysis of the training requirements for cach 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 uscd to identify the types of training you have already received.

® The first column shows 'accountabilitics and responsibilitics® associated with cach division A-K. Please add any further
accountabilitics and responsibilitics specific to your joh by writing in the relevant compartment.

® Columns 2-17 show the compelcncics associated with your job in terms of knowledge (2-7), mental skills (8-11), social
skills (12-14) and attitudes (15-17).

You will notice that some compartments arc blank. These do not need to be filled in.

KNOWLEDGE (columns 2-7)

Knowledge has been grouped into four levels:

Nonc has no knowledge of subject matter indicated

Some awarencss of the subject and gencral applicability

Working  sufficicnt knowledge to complete routine tasks

In-depth  a breadth and depth of knowledge which enables initiative o be taken in
non-routine situations

B~

n/a = not applicablc in present job. Pleasc indicate your knowledge level.

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

In the left hand box put the number which corresponds to your view of the level of knowledge needed to do the job
successlully.

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

cg. in E5:

In-depth knowledge of relevant laws
and rcgulations cg. fircarms, arrest,

charging and human rights *
A 3

Such an answer shows us that the person completing the questionnaire agrees that in-depth knowledge is nceded (4 in the
Ieft hand box). By putting 3 in the right hand hox the respondent has identificd a training need.

When you come to the bottom of cach column pleasc complete the compartment (L) by showing which form of training
has contributed most to your knowlcdge of the subject in the column. These categories could include: Formal wildlife
training institutions (plcasc specify with dates) “ther training opportunitics (cg. workshops, seminars), In-service formal
training (organiscd by your department), On-the-;ob training (skills Icarnt whilst doing your job).



MENTAL AND SOCIAL SKILLS (columns 8-14)

Mental and social skills have been grouped into four levels:

1. None
2. Poor
3. Satisfactory
4. Good

We would like you to go down cach column 8-14 and fill in the boxes.
First of all indicatc whether each skill is appropriate to your job by circling cither Yes (Y) or No (N).

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

eg. in Fo:

determining truc causes of visitor

dissatisfaction & bchaviour
O~ &

Such an answer shows that this skill is requircd and the respondent has the required level of skill to successfully complete
this aspect of the job. Therefore in this particular casc there is no identificd training necd.

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. Usc the catcgories described beforc. Pleasc 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 pleasc leave the baxes emply and move onto the next
question.

In order for you to keep a record of your completed questionnaires we arc providing two copics of cach section and a sheet
of carbon papcr. The WHITE shects (numbers 1,2, 3 & 4) are to be returncd after completion. You may keep all of the
COLOURED sheets. Once you have completed the questionnaire please carcfully tear off the four white sheets and return
them in the enclosed addressed envelope.

Thank you for helping us undertake this training necds asscssment. We appreciate your time and input.

0o, Biodiversity

g E\ Support
AWF m - p

WWF rogram

’
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Main Divislons of the Job

Accountability and Responsibilities

KNOWLEDGE

2. Technical (Wildlife/Fourism)

A [insure availahility ot &
competent and well-
moativated stalf

Maximizing potential of allocated stalf
Responsible for identifying 1raining nccds
Responsible for recommendations and
nppfi?alinn of disciplinary measures

D Ensure appropriatc
infrastructure within
budget

Responsible and accountable for maintenance,
repair, rehabilitation and construction
Recommending additional facilitics

Working knowledge of infrastructure, construction, sitings, materialc
cte. )

C Einsure financial and
accounting integrity af the
protecicd arca

Accountable and responsiblc for all revenue
cnerated and dishursement (reccived from
Ecndquarlcrs and rcccipis)

Responsible for accurale accounting

D Tnsure development and
achicvement ol tactical
plans and budgets and
contribute to protected
area strategic planning

Accountable for development of annual ptan
and hudget of protected arca

Responsthlic for working within the agreed plan
and hudgct

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

E UEnsure that sll activities

within the protected area
comply with laws and
regulations

Accountable for enforcement of law and
regulation and cnsuring safe praclices
throughout the protecied area

In-depth kanwledpe of safe practices with respect ta wildlife

.
OO

In-depth knowledge of techniyues of anti-poaching

F [nsurc optimum levels of
visitor satisfaction

Responsible for ensuring that the highesi levels
of wisitors' scrvices and practices under his/her
jurisdiction are maintained

In-depth knowledpe of visitors” expectations

OO

In-depth knowledge of protected area infrastructure techniques, site
design and analysis

In-depth knowlcdpe of inlcraction belween fonrist and local areas

G Linsure agreed Intervention | ¢ Responsible for design, implementation, and In-depth knowledge of intervention needs, techniques and implicatinns
(cg. carly hurning, problem evaluation of intervention programmes fo mect
animal control) conscrvation objectives in the protected area
programmes are completed | o
to hudget and timetables
I insure harmonious » Responsible and accountable for design and Waorking knowledge of cxtension methodolopy D D

retationships with
ncighbnuring communitics

implementation of a programmc to achicve
harmonious relations

Responsible for for institling acceptance hy
stafl of the role of local communitics in
protected area management

Some knowledge of coltural and historicat context for the location of
protecticd arca

1 Re aware of research
activitics and progress
against plan

Responsible and accountable [or ensuring that
rescarch progmmme is implemented according
to the protected arca consenvation ahjectives
and timetahles

Waorking knowledge of research methndolopics

O o

Working knowledge of the role of research in meeting conservation
objectives -

J Represent the protected
area and its interests in
public mectings

Accountable for ensuring that the protected
area is rc{rcscntcd in cv:rz possible arca
Responsible for ensuring that the information
avnilable about the prmiccted area is vp to date

Up-to-date working knowledpe of all activities within the protected
area

In-depth knowledge of the context of the protected area in the
regional /national/global arena

O

K [Linsure an appropriate
balance between resource
conservation and use in the
protected area

Responsible and accountable for design and
implementation of resource management /
protection strategics to meet protected aren
conservation objectives

Responsible and accountable for the |
preparation, approval, and implementation of a
resource conservation management plan for the
prolected arca

&
In-depth knowledpe of types, locations, trends and requiremente of
impartant naturat and cullural resources in the protecied area ] []

ln-}cpth knowledge of types, lacations, trends and requirements of
threatencd and endemic fauna nnd flora and the key species nf the
ccosystem.

Warking knnwicdge of enviranmental impact analysis fechninues

Waorking knowledge of surveys and monitnring techniques
{licld data colirction/analyxis)

C]

1. Training received

~ g W0 o< [T

cC %




1. Manngement

4. Planning

S lepal

6. Policies/Procedures

7. Financinl/accnunting

Warking knowledge of supervisory
and personnel mnnngcmc?skill‘

Some knowledge of huma

resources techniques and their
application as appropriate {e.g., job
evaluation or worth of job, <alary
structuring, training nceds unnivsi&]

Working knowledge of

managing casual labour 29[ D

Warking knowledpe of scheduling
staff development & timetables

p7{mlim

Some knowledge of
employment laws

40

.

In depth knowledge of
stafl policies, procedure,

and practices E]

Working knowledge of principles of
stock control and procurement

z/00

Working knowledge of hmv[li]updﬁl

preventative maintenance

Working knowledge of joh

planning 29 D [:]

Some knowledge of
contract law (for
writing contracts o

suhrnnlmrmrsf

In-depth knowledge of
maintenance /
construction policies,
procedures and standards

and procurcment D

D procedures 4gg D

2L

Warking knowledge of financial

planning
JSo0 O

Warking knoevledge of

accounting policy and
procedures b

Warking knmwledge of
accounting and principles of

inteenal control

500 OJ

Working knowledge of planning,
budgeting and control

OO0

Working knowlerlge of
overall strategics and
direction of his/her
organisation (national

conscrvation policy)
S 0o

In-depth knowledge of patrol

planning nceds 32’ [:] [:]

In-depth knowledpe
relevant laws and
regulations (e.g.,
fircarms, arrest,

charging, human rights)
42

of {In-depth knowlcdge of
policies and procedurces

530

Working knowledge of management
and accommodation and catering
facilitics under protected area
jurisdiction [:]

In-depth knowledge of techniques
in developing long and short-icrm

visitor plans & [:] [:]

Working knowledge
contract law ns
applicable to
concessionaires and

visitors {; [:]

nf |In-depth knnwledge of
visilor policies and
proccdures

O

Working knowledgn of
keeping reeords ol visitor
numbhers and keeping

oo

receipts

Waorking knowledge of project (ané

mnnagcmcnt ”

In-depth knowledge of jnb

planning Zq [:] D

In-depth knowledge
relevant laws and
repulatinng

Gy T

of | 1In-depth knowledge of
policics and procedures
related to intervention

O

In-depth knowledge of protected
area vs people conflict management

| ptan

Working knowledge of how to
develop a community conscrvation

36[1!:1

Some knowledpe of
laws refated to
community
development

In-depth knowledge of
policies and procedures
related 1o community
conscrvation

O

Working knowledge of record
keeping for financial
dibursements to Incal
communities

67

In-depth knowledge

of records of resource use or
resources shared -- both
financial and in-kind (2

Some knowledge of development
of research plan for the protected

" 36000

In-depih knowledge of
legal aspects of
collecting/exparting
materials & specimens

Warking knowledge of
research policies and
procedures

distributions ]
Working knowledge of
hudget & allocatinns rmbé

research activities
1

Working knowledge of the concept
of public rclations and methods of
dealing with the mcdinzbl:l

Some knowledge of obligatory role
(attendance) at meetings and
awarcness of activities around the
protected area cxpedicn?oﬁlcnd

In-depth knowledge of
the legislation reganding
protected areas

(-

Some knowledge of the
laws of slander and
lihel

In.depth knowledge of
the public relations
policies. procedures and
practices

Working knowledge of resnurce
conscrvation management
37

planning techniques and I:l [:]

methodolagies

how to develop and impleme
protected area management
objectives

In-depth knowledge of
In-depth knowledge of

how to develop and maintain
protected arca manapcment
roning system

Warking knowlerdge of how
to estimate costs {nr
implementation of resonree
ronservation management
plan reccommendations

6y 0O
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SOCIAL SKILLS

1, Coeativity

tH. Esawluation

12. Oral

3. Wriiten

14. Working with others

Deselaping on-the job

Haining v N D
T

Fivaluating stalf performance
Y

7

Counsclling staff
YN O

b

Writing stall sppraisals and
training briefs D

i &2

Motivating stafl
Y

O
i 60

Creating adaptive solutions
16 infrastructural problems
YN

25

Deciding prioritics and sclecting
from aliernative courses of aclion

for maintenance and repair
N

% o)

Giiving clear instructions
to stafl and contractors
YN

44

Writing specification orders
and instructions to third

parly
YN

35

(jaining the cooperation of

sugplicts and
o

ubcontractors

Fxplaining linancial
implications 1o scnior
managemend and junior

staff
Y 25 D

Developing uptions 10
achieve plans and budgets
in tight of changing
circumsianecs D

Y N
o

Scleching prioritics duting budget
Preparsiion Process
YN0

6

I'eesemting plan and

budgel YN E]
40

I'reparing planning and
budget briefs for manager,

justilying proposals
YO

54

Selling

rlan and budget
convinc

ngly
YN [
62

Ilaving Heaibiity to ceach
compromises which respeet

objectives of the law

4

Halanding amd evaluating necds of
the invobved parties in spirit and

letier of the law
n

37

Lixplaining proper
procedures an

regulations 1o residenlts
and wsers of the protected

arca v [zIE]

Writing clearly worded
notices and instructions
YN

5

Gaining cooperation of
wrong doers
YN[

6>

Developing options for
|"|[)lll\ll|b visilor JIIItIIIlIC\
within means avaduble

Sl

Fvaluating oplions and sclecting
counes of action regarding vissior

scrviCes
¥ g

Cictting protecicd arca's
perspechive across to

visilors
" g0

Preparing interpretive
matcriils
YN

&D

Dealing with dissatisficd
visitors
YN

6’]D

Designing (contnbuting to
design) or adapting
intceventions to inccl
specific needs

¥ ol

Selecting appropriate programmes
and cvaluating their success
Y N

CGiiving clear instructions
on technical intervention

procedures
Y N49[:]

Writing clear reports
cxplaining intecvention, its
success, failure, ctc.

Y&D

Gaining cooperation of
local communitics where

appropriat
ppropriate Y N D

Developing ideas for
improving
comntunity/protccicd arca

relations
YN [:]
30

Detcrmuning why certain
community-related intiatives have

achieved success
YN
40

I'resenting information at
a level appropriate to

targel au cncc

Having cultural seasitivit
YN

66

Identifying oppatiunitiles
for for the application of

rescarch
: YN
I/

Evatualing the resulls of rescarch

d th liciul
and their applicition N [:]

Ensuring rescarch reports
are comprehensible (or lay

I
people YN [:]

Establishing positive
relationships with

rescarchers
Y N
o7

Developing public relations
materials (oral, written,

ctic.) Y N D
%4

Sclecting materials appropriate
for each mecling
YN O

92

Making formal public
presentations and respond

to questinns

unambiguously

5/

P'reparing press releases
r YN

59

Building up and
maintaining network of
contacts (or information on
all imparnant/relevant
mcetings and events

Y%D

Develuping micthiods to
achieve management zonc

ohjectives
YN0

35

Working with local
communitics and other
concemed partics
during plan development
and lmplcmcmalylon

pR=

EX
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Main Divisions of the
Jub

1. Accountability and Responsibilities

ATITIUDES

IS. Wark Ethics

16. Commitment to { 17. Community

A Losure avinlabality ol
a compeltent and well-
motivated staffl

o Muaatmizing potential of allocated staff

. Rcsponsilnt for identifying training nceds

¢ Responsible for recommendations and
applicidion of disciplinary measurcs

Needs abjectivity in appraisal
and general staff deaiings

Conservalion Attitudes
Needs to Needs to
demonstrate demonstrate and

commitment and instil understanding

Einsure availability of
appropriate
infrastructure (within
budget)

e Responsibile and accountable fur
maintenance, repair and rehabilitation and
construction

o Reconmmending additional facilitics

Honours contractual
agreemicnls in spirit and letter

C Ensure finaneal and
arcounting inlegiity of
the protecied arca
arca

o Accountable and responsible for all
revenue generaled and disbursement
(received from headquarters and reccipis)

¢ Responsible for accurate accounting

Instils honesty

-

Ensure development
and achicvement of
tactical plans and
budgels and
contsihute 10
protecicd area
strategic planning

*  Accountable for development of annual
lan and budgct of prolccted arca
* Responsible for working within the agreed
lan and budgcet
e ldentify strategic oplions in the protected
arca and coninbutc 1o strategic planning

I'nsure that all
activities within the
protected arca comply
with s and
regulations

=

¢ Accountable for enforcement of taw and
regulation and cnsuaring safc practices
throughout the protected arca

Honesty, tolerant to others’
points of view

instil commitment | of nced for

in others harmonious
relationship

Finding balance Tolerance 1o others’

and understanding
the nceds of bolh
conservation and
the involved partics

points of view 1o
minimize conftict
between protected
arca and others

F Easure optimum
leveds of visitor
satisfachion

. Rc.\rnnsihlc for cnscring that the highest
levels of visitors” services and practices
under his/her jurisdiction are maintaincd

Needs to Necds 1o
demonstrate demonstrate belicl in
commitment to validity of includin
conservation local communitics in

protected area
management and
enterprises linked to
tourism

-~
.~

Einsure agreed
tntervention
programnics arc
campleted o budget
and timetables

s Responsible for design, implementation,
and cvaluation of intervention
programmes to meet conscrvation
objcctives in the protected area

Linsure harmunious
relationships with
ncighbouring
communities

* Responsible and accountable for design
and implemicntation of a programme to
achicve harmonious rclalions

* Responsible for instilling acceptance by
staff of thc role of lcal communitics in
protected arca management

I Be aware of rescarch
actvilics and progress
aganst plan

s Respansible and accountable for ensuning
that rescarch l:rugmmmc is implentente
according to the protecled arca
conscrvatinn objettives and timetables

Must have an open mind (o
rescarch (indings

Must support role of research
as a componcnt of protected
arca management

J Represent the
protected arca and its
interests in public
meetings

Accountable for ensuring that the

protected arca is represented in every
ssible arca

* Responsible (or ensuring that the

information availuble about the protected

arca is up to date

Tlonesty, Integrity

Must make clear when
representing the protected area
or a personal view

Must never criticize the
organisation openly

Demonstrated as
absolute

Demonstrated as
absolute

K Faosure an appropriate
balance between
fespurce conservation
and usc in the
protected arca

¢ Responsible and accountable for design
and implementation of resource
management/protection strategics (o mcet

rotected area conscrvation objectives
Flcsp(msihlc and accountablc for the
preparation, approval, and implementation
ol a resaurce conscrvation management
plun for the protecicd area

Honouns condervation
objectives of resource
managemeni plan

1. Veaining reccived




Hhis chant indivates the principal wititudes ol the jub, All we require is that you answer the folluwing qucstions:
As o manager how do you instil:

a. word cthics?

b. commitment (o conservation?

¢. hcealthy attitudes o adjucent communitics?

(1 you nced more space use blank sheet on the next page)

A}
13
LANGUAGES COMPUTERS
Do you speak a language understood by the focal Do you use computers? If so, in what ways?

conunumily adjucent (o your protected drea?

74



TRAINING PRIORITIES

Hlaviog complered this questiomuaice amd thinking specitically of the requircments of your job, what do you think are (Qur
thiee preatest waining aceds? What form of traintng do you think would be best to address these aceds (cg. formal, in-
scavice, on-thejub, or others)?

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

Department/Section

Organisation

Country

Date:

How many years have you worked lor your department/urganisation?
If applicable, how many years have you been in charge of a protected arca?

What is the conscrvation status of your protected arca? (cg. national park, game reserve etc)
A}
. . . . + * , I . T
Wihiat biome is most represcatative of the protected arca under yuu{ management? (please circle) monlane, suvannah,

marine, aqualic, dry forest, moist forest, deserl

Arc you male [T or female [ (Please tick appropriate box)

PARCS REF N(): Date received:




Anncm 2:

2.3.1 Data Collection Table:

Burundi:
METHOD

POSITION Int::;:;i;ws 1 2] 3 4 5 6 7 Total
1 Asst PAM 6 6
2 PAM 3 3
3 RM
4 FOD (for PAMs) | 1 1
5 FOD (for own job)
6 Trainer
7 Researcher
8 Field associate | 1 1
9 Private Sector PAM
Total 2 11 13

Total sample: n= 14

Methods:

N Oy bR W

1. Explain Questionnaire and fill out with Regional Manager nearby

. Explain Questionnaire and fill out in own time

. Explain Questionnaire at workshop and fill out with RM nearby

. Consultant explain Questionnaire and fill out with Consultant nearby

. Consultant explain Questionnaire and fill out in own time

. Consultant explain Questionnaire at workshop and fill out with Consultant nearby
. Send out Questionnaire by mail

7



2.3.3.a Respondents years in service
Burundi

1-5 years
8

// 5110 years
1

Total Sample n = 11 (PAMS & Ass. PAMS combined: n=9)

2.3.3b Respondents years as a PAM

Burundi

No res

Total Sample n = 11 (Ass PAMs & PAMs n=9)

1



2.3.4c PAMs’ Measure of Agreement: PARCS validation score

Burundi
Total % of combined scores of -1,0,1
Question .
COMPETENCY o Question Competency
average
Technical 1 100
2 100
3 100
4 88.9
5 88.9
6 88.9
7 100
8 100
9 55.6 94.8
10 100
11 100
12 100
13 100
14 100
15 88.9
16 100
17 100
Management 18 100
19 33.3
20 100
21 100
22 100
23 88.9 85.6
24 100
25 100
26 100
27 33.3
Planning 28 100
29 100
30 100
k)| 100
32 88.9
33 100
34 100 95.4
35 100
36 55.6
37 100
38 100
39 100
Legal 40 33.3
41 44.4
42 100
43 100
44 100 73.4
45 333
46 100
47 100
48 50
Policy 49 100
and 50 88.9
Procedures 51 100
52 100
53 100
54 100 98.9
55 100
56 100
57 100
58 100
Financial 59 100
and 60 100
Accounting 61 100 100
62 100
63 100
64 100

Total sample: n=11

Asst PAMs & PAMs combined: n=9

Overall % accuracy
score

91.4
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2.3.5.a. PAMs gap analysis relative to PARCS

Knowledge: Burundi
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2.3.5.a,PAMs gap analysis relative to PARCS.

Management: Burundi
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Management Knowledge: Burundi
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2.3.5.a.,PAMs gap analysis relative to PARCS.

Planning: Burundi
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Legal: Burundi

2.3.5.a.,PAMs gap analysis relative to PARCS
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Policies & Procedures: Burundi

2.3.5.a ,PAMs gap arialysis relative to PARCS
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‘analysis relative to PARCS,

inancial: Burundi
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gap analysis: Knowledge average scores

2.3.5d PARCS score
Burundi
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2.3.5.f Frequency of wh

Question #

10
11
12
13
14
15
16
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Asst PAMs & PAMs combined: n

17
Total sample: n=11




fM nd Social Skills
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2.3.6b Validation analysis of Mental and Social Skills
PAMs Scattergram for ’NO’ responses: Burundi

COMPETENCY

MAIN (% of respondents)
DIVISIONS 8 9 10 11 12 13 14
A 11.1 11.1 11.1
B 11.1
Cc
D 22.2 2224 111} 222 11.1
E 11.1 12.5 11.1 11.1 11.1 42.9
F 11.1 11.1 1.1 ] 222 12.5
G
H 11.1 22.2 12.5
I 1.1 ] 375
J
K

Total sample: n=11 Asst PAMs & PAMs combined: n=9

5



2.3.7a.1 Current Mental and Social Skill Level of Asst PAMs & PAMS: Low Skill Levels

Burundi
COMPETENCY
MAIN (cumulative score of all 1&2 responses)
DIVISIONS 8| of w0 ul 1| n |
A 2 4 2 1 0 1 0 10
B 6 3 0 1 3 16
o 4 4l 2 10
D 5 3 4 3 4 4 5 28
E 4 4 3 6 3 0 4 24
F 5 2 4 4 0 3 5 23
G 2 2 6 4 2 1 1 18
H 2 4 4 3 2 3 18
1 5 4 7 7 i 5 6 34
] 1 4 4 4 0 6 2 21
K 45 2 4 2 12.5
Total 40.5 36 41 32 13 21 31 214.5
Total ;ample: n=11 Asst PAMs & PAMs combined: n=9

(O
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b

Asst PAMs & PAMs combined: n=9

Total sample: n=11
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2.3.8a PAMs Methods To Instill Work Ethics

Burundi

Number of responses

Total Sample:n=11

Methods A

Years of Service
N6-10 yrs
B31-5 yrs




2.3.8b PAMs Metliods To Instill Commitment to Conservation
Burundi

20

b
n

Number of responses
o

= - Years of Service

o . | e - [1>10 yrs

1 2 3 4 5 6 7 8 9 10 1 12 Ne-10 yrs
Methods B £H1-5 yrs

Total Sample:n=11
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2.3.8c PAMs Methods To Instill Healthy Attitudes to Adjacent Communities

Burundi

20

—
an

Number of responses
b
(@]

Methods C

Total Sample:n=11

Years of Service
Ns-10 yrs
d1-5 yrs




2.3.9. PAMs Language Skills

Burundi

—
A
I

100%

Language skills

H Yes responses

Total Sample:n= 11 (Ass PAMs & PAMs:n=9)
b



2.3.10a PAMs Computer Skiils

Burundi

89%

Computer skills
No responses

H Yes responses

Total Sample:n=11 (Ass PAMs & PAMs:n=09)

av
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2.3.10.b PAMs Computer Uses

Burundi

100 ¢

80

60 |

40 |

Percentage of responses

20 |

WP AC DA

Computer use

Total Sample:n=11 (Ass PAMs & PAMs:n=09)



2.3.11

PAM:s identified Training priorities:

Burundi
COMPETENCIES
MAIN DIVISIONS Totals
Blank 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17

Blank 2 1 1 | 1 7

B

(& 1 1

D

E

F 1 3

G

H 1 2 3

I 1 1 2
2

K 2

Totals 3 1 5 2 1 1 18

Total sample: n=11

Asst PAMs & PAMs combined: n=9




23.12 PAMs training received:
Burundi
TYPES OF TRAINING
Competencies {Dot if training has occurred)
Formal | Formal In On- Other
wildlife Other Service the-job
2 [ 4 [ )
@) 3 ° ° ® °
4 ° ° °
Knowledge 5 . °
6 ° ®
7 ° ° °
8 . ° .
® 9 e ° °
10 ® .
Mental and 11 L] b
Social Skills
12 ° [ . .
13 ] . ®
14 ° ° °
(c) 15
Attitudes 16
17

Total sample: n=11

Asst PAMs: n=9




2.3.12d PAMs years since formal wildlife training received
Burundi

g
y

Total Sample n = 11 (PAMS & Ass PAMS combined: n=9)
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2.3.12.f. Training that has contributed most to PAMs skill level.

Burundi

30

N
(&)

N
o

-
(&)

-
o

No. of times training has contributed

&)

2 : : : : : : : B
2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17

Competency levels

Total Sample: n=11 (Ass PAMs & PAMs: n=9)



Form ot Training

o
N
h

Z] F/o

F/wl

Burundi

7
\\\\\\\\
Wik
W
W7
N7
W%
“ 7
m %
W

\\\\\\\\\\\\

)

—

(8101 8AlBINWWNY

20
15

2.3.12.9.1 PAMs training that has contributed most: n=1-5

2y

)

234 > 6 7 891011121314151617

Competency

=9)

(PAMs & Ass PAMs n

11

Total Sample n



2.3.12.9.2 PAMSs training that has contributed most: n=6-10

Burundi
20
L] T T
B0
£
£
S
5 ..........................................................
Form of Training
o
, .
o WAV AT A7 A7 AT 7287 70 TT AV T2V 77AV 7] ml
2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 ZlF/o
Competency Fiwl

Total Sample n=11 (PAMs & Ass PAMs Combined:n=1 1)
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2.3.12h Greatest training needs identified by gap analysis for PAMs & asst PAMs

Burundi.

MAIN DIVISIONS

COMPETENCIES

Knowledge (Gaps 2 or 3)

Mental & Social skills (Score 1 or 2)

2 3 4 5 6 7 9 10 11 i2 13 14
A Siaffing v (0] e . o . . .
B Infrastructure . ° O @) o] o
C Accounts b il o ° o o : .
D Tactical Plans . 1 - @] o o o o o O
E Laws & Regulations o o O O o (o] (] ) o
F Visitors ° o O | . O . O . o o o |O
G Interventions o ° o O |10 . . @) ° . . .
H Comm Conservation . o . @) O . o o o .
I Research . 3 @ © O | O ° @ O
1 Public Relations . : e |Ol 2 o |o |o
K Resource Conservation e o 1o o . o e .

Total sample: n= 11

Asst PAMs & PAMs combined: n=9

vg"ﬂ\
aanm
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2.3.12i

Identified training priorities for PAMs & Asst PAMs

Burundi.
COMPETENCIES
MAIN
DIVISIONS Knowledge Mental & Social skills
2 4 5 7 8 9 10 1| 12y 13| 14
A
B
C 1/*
D
E
F 2/ 1=
G
H 1/* 2
I i 1/*
J 2/*
K 2/*

Total sample: n=11

Asst PAMs & PAMs combined: n=9

* Indicates areas of overlap with gap analysis




