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EXECUTIVE SUMMARY 

CONGO 

TRAINING NEEDS AND TRAINING OPPORTUNITIES ASSESSMENTS 

Introduction 

Protected Area Managers (PAMs) play a vital role in the protection and conservation of Africa's rich 
biological resources. Protected area management in Africa is becoming an increasingly complex task 
requiring technical skills relating not only to wildlife and tourism, but to management, planning, law, 
policies, finance and accounting as well. 

Traditional training institutions and programs fer PAMs in Africa generally have not kept pace with the 
increasing demands on effective protected area mranagement. The PARCS project seeks ways to facilitate 
the process of developing training programs for skills anI competencies ii, which PAMs themselves 
recognize a deficiency. 

The PARCS Phase I training needs and training opportunities assessments address two questions: (i) "What 
training do PAMs .ieed in order to enhance the conservation of Africa's protected areas?", and (ii) "What 
can be done to provide such training for PAMs?" 

A questionnaire was designed .3 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 assessed both the levcs of skill considered necess','y 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 shich 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, in 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 recommendations identified in Phase I. 

"iefirst 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 Wi!dlife 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 Lodiversity 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-5554-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 Congo, the D6partement de la Faune et de la Flore (Department of Fauna and Flora, DFF) is responsible
for the management of protected areas, under the Minist~re des Eaux et For&ts (Ministry of Water, Forests 
and Fisheries, MEF). According to the DFF and the Ddpartement des Etudes et Planification 
(DEP,Department of Studies and Planning) of the same ministry, there are no specific training programs
for PAMs. Training is the responsibility of the DEP, and training records are kept. Formal wildlife institutes 



used for the training of staff are predominantly the Institute of Rural Developmen: in Congo, the Marien 
Ngouabe University in Brazzaville, and the Ecole des Sp6cialistes de la Faune in Garoua, Cameroun. 
Trained staff are often assigned to posts at the departmental headquarters, rather than sent into the field. In 
addition, many of the protected area managers in the field have no formal education other than primary or 
secondary school, and the overall level of knowledge of PAMs is extremely variable as a consequence. 

The Department of Fauna and Flora recognizes the need for the development of a training plan to better 
equip protected area managers for their jobs. 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 and equal training prior to assuming their posts as well as professioral 
development and regular refresher courses throughout their career. Such a training plan would also include 
monitoring and evaluation of the training programmes undertaken. 

Nineteen PAMs and Assistant PAMs, six Regionai PAMs, one Field Operations Director and one Field 
Associate completed questionnaires evaluating PAMs, during a workshop held over 2 days in Brazzaville 
in October 1992; interviews were also held with directorate staff at departmental headquarters. 

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 team in the questionnaire) were first validated by respondents in 
order to ensure that the questionnaire truly reflected the scope of responsibilities held by PAMs in Congo. 
The questionnaire listed the Skills/Competencies and Main divisions )f 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 Diisions of the Job included: staffing, infrastructure, accounts, tactical 
plans, laws and regulations, visitors, interventions, community conservation, research, public relations and 
resource conservation. Training needs for each skill/competcncy 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. 

Maior Trainine Needs 

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

Policies & Procedures (this involves the knowledge of national and institutional policies for protected areas 
and the official procedures through which these policies must be met) 
Planning (this includes the skills required in long and short term planning, involving project and protected 
area planning skills) 
Technical (this includes both the theoretical principles of biology, ecology and tourism, as well as the 
practical skills necessary in the field) 
Financial & Accounting 

Tl- 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: 

Resource Conservation 
Interventions 
Laws & Regulations 
Conmiity Conservation 

Resource Conservation involves finding the balance between resource use and resource conservation, using 
technical skills (i.e. inventories and censuses) to determine the possibilities for and limits on resource use. 
Interventions includes such responsibilities as dealing with problem animals, regulating and setting burning 
programs or quotas for resource extraction. 



Constraints on PAMs meeting their job responsibilities include the lack of a well-structured in-service 
training programme, as well as inadequate infrastructure and limited budgets. One of the problems in Congo
is the elite nature that training has often acquired due to the expense of formal training, especially abroad. 
Due to the lack of affordable training programs and the lack of a training plan providing for the 
requirements of every individual, training is currently seen as a guarantee for a good position in an office 
at the Departmental headquarters. Rarely are adequately trained PAMs placed in the field. The major
constraints are therefoie imposed by limited financial resources and the lack of specific and structured in
service training opportunities. 

Training Opportunities Assessment 

A number of PAMs in Congo have only a primary or secondary school education, and have not had the 
opportunity to attend any specialized institutions. Those PAMs that have had specialized training attended 
the Institute for Rural Development, the Marien Ngouabe University Department of Biology, or the Ecole 
des Sp6cialistes de la Faune at Garoua, Cameroun. The Ecole de Faune is the only specialized wildlife 
school which PAMs have attended. Many of the graduates from the Ecole de Faune, however, have filled 
posts at the Departmental headquarters in Brazzaville and are not bringing the skills they have acquired into 
the field. 

Recommendations 

Based on discussions with Field Operation Directors and Field Associates as well as Protected Area 
Managers, it is obvious that there is much enthusiasm and 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 idea. 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 
capi:al. The recipients of these training courses should not only be protected area managers, or
"conservateurs". They should include people at a number of different levels, so that training occurs 
throughout a person's caree, and so that people arrive at a particular level in the hierarchy already trained 
to Zhe level necessary for that job. 

Formal training has proven too expensive and logistically complicated and as a result, few people have 
received it. Its rarity has led to the belief that training is a ticket to an elite position in an office, high in the 
hierarchy ef the service. 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 a:.l 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. 

Thie kind of training that would be recommended, therefcre, 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 
me 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 proiected area managers. 

This study recommends the creation of a professional training officer post within the Conservation Authority
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 come from a number of existing training institutions, or from 
technical assistance abrcad. 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 traini, g officer post. 

One of the objectives of the PARCS project is to assist target countries to develop appropriate and 
sustainable training progrm-ns for PAMs. Another objective is to promote inter- and intra-regional
approaches to training by providing opportunities for contact between PAMs from different countries and 
for them to participate in regicnal training programs. The central african region, including the eastern 
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Zaire/Nile Divide and the weste n Greater Congo Basin include a number of protected areas with different 
ecological, economic and socioi ical 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,Planning, Technical and Financial skills, and involve Resource Conservation, 
Interventions, Laws and Regulations and Community 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 tlhe 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 gene i! training programme, and identifying petential 
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. 



1.1 

1.2 

Country Report 

CONGO 

Section 	1: Protected Area Conservation Strategy 

The Approach 

Africa's 	system of national parks and protected areas constitutes one of the most important safeguards of 
the continent's rich biological diversity. Protec°,td 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 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. 

b 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 
based, host-country specific, and habitat-specific. 

often too theoretical, academic, broad

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

e Few data exist on the effectiveness, 
forms of training for PAMs. 

relevance, and value of traditional and non-traditional 

f The capacity 
strengthened. 

for institutions to train and develop training programs needs to be 

g Existing training institutions and programs need to 
specific needs of PAMs. 

revamp their curricula to address the 

h Relevant training opportunities outside 
identified and made available to PAMs. 

the traditional conservation sector need to be 

Government 
PAMs. 

departments have not kept pace with, nor appreciated, the need for training 

The Project 

In light of the above the ?ARCS project seeks to address two questions: (i) what is needed in respect of 
PAM training to enhance the conservation of Africa's protected areas? and (ii) 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) 

b 	 establishing (pilot) training programs to implement recommendations from the project's 
training needs and opportumties assessments 

developing a broad series of recommendations for training protected area management staff 
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1.3 

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 

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

d 	 nssess training needs 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 training 

h 	 identify' pilot activities to test innovative training methods 

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 match 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 PAIMs 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 kn'owledge of PAMs? 

4 
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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 ;ias contributed most to gaining skills 

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 than 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 responsibilitie. of senior magement 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 programs could be enlarged/restructured to include training opportunities for 
PAMs? 

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

9. 	 What kind of training should be recommended? 

The Process 

The PARCS project is managed by the Biodiversi'y 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. WXVF heads PARCS in southern Africa. and WCS has assumed lead responsibility in francophone 
central Africa. 
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Funding for PARCS comes from the Bureau for Africa of the U.S. Agency for International Development 
(AID). Supplementa-y 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 NGO 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 region, 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 some 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 managemert 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 
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managerial positions below the PAM, lower levels were not included.
 

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

a Subordinates to the PAM (e.g., 
work as PAMs in the future 

assistant warden) and other individuals who are likely to 

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 acomprehensive 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 assessments, 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 government 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 
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1.8 

Central Africa 

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

Limited Assessments: Burundi, Central African Republic, Gabon 

Southern Africa 

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

Limited Assessment: Mozambique 

Special 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 

b 

organizational structure for the whole Conservation Authority (CA) and, if avail
individual protected areas 

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

as appropriate 

able, for 

positions 

c training records 

d in-service training programs (how 
attending courses? financing? etc) 

often provided? who plans them? numbers of staff 

e formal wildlife training institutions used (who attends them? how many?) 

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

g number of CA training officers (job descriptions?) 

h training programs (annual hudget, 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 ard discussions with PAMs and make site visits to directly observe Protected Area 
management. The RMs would, however, tailor their approach to individual country circumstances. Options 
for conducting the questionnaire were: 

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

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

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

d to mail out the questionnaire 

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

R.",s 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 Strategic planning 

b Development and compliance of policies, procedures, and standards 

c Representation of organization and public relations 

d Planning optimal deployment of well-motivated competent staff 

e Development and achievemernt of operational plans and budgets 

f Planning for availability 
headquarters to protected 

and optimal 
areas 

deployment of technical specialist services from 

g Ensuring availability of hardware 
objectives, within budget 

and software necessary to achieve organization's 

h 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 

The R public of Congo is covered predominantly by evergreen and semi-evergreen lowland rain forest 
interspersed with secondary grassland savanna. Forest ecosystems cover about 65% of the country, and the 
remaining 35% is savannah. In the northern part of the country in st closed forests predominate, whereas 
inundated and swamp forests extend over the Likouala Swamps. In the southern part of the country lower 
montane forest and gallcry forest with shrub savannah are found. 

The climate is sub-equatorial in the south, and equatorial in the north. Soils are lateritic and hydromorphic. 
The altitude varies between 1000m and sea level. 

The savarna and much of the rain forest throughout the country is disturbed and very degraded, although 
the northern block of forest is one of the least disturbed areas ot forest in Afr;ca. There is virtually no 
savanna fauna remaining, especially near urban centres, and the forest fauna is seriously threatened. 

By' the end of 19F2. 3.9% of the country was estab'ished within protected areas, although their actual 
protection is sill extrrnely limited. All ecosvstemis and habiat types Pce included within these reserves, with 
the exception of swamp forest (IUCN 1984). 

In 1992, Congo had a total of 11 protected areas., covering about 4.4% of the national territory. Two other 
sites had also been identified as requiring protected status, due to their importance in terms of primary 
undisturbed fores! and inundated forest. Fhese were the Nouabal6-Ndoki and Lac Thc Likouaia forests. 
Addition of these two areas would bring the total of protected area to 10%, or 3.5 million ha. In late 1993, 
the Noubal6-Ndoki site was officially declared a National Park. This site is of special importane due to the 
fact that it could form part of a tripa,'tite conservation area, spanming the boundaries with Cameroon and 
the Central African Republic, to make one contiguous conservation :ica with the Dzanga-Sangha reserve 
in CAR and ,he Lac Lob~k6 forest in Cameroon (WB, 1992). 

Fable " 
Protected areas in C'ngo 

[Protected area IUCN Category Area (ha) Year Notified 

Parc National Odzala II/IX 126,000 1940 

Pare National Noubal6 Ndoki II 386,000 1993 

Rdserve de Conkouati IV 300,000 1980 

Rtserve de la Ldfini IV 630,000 1951 

Reserve de Lekoli-Pandaka IV 68,000 1955 

Reserve de Mont Fouari IV 15,600 1958 

Reserve de Nvanga Nord IV 7,700 1958 

Reserve de Tsoulou IV 30,000 1963 

Domaine de Chasse M'boko IV 90,000 1955 

D.C Mont Mavoumbou IV 42,000 1955 

D.C. Nyanga Sud IV 23.000 1958 

Reaserve de la biosphere de IX 62,000 1988 
Dimonika 
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2.1.2 Protected Area organizations 

The management of protected areas in Congo is currently the responsibility of the Ministry of Water, 
Forests and Fisheries. Despite numerous changes in Congolese ministerial portfolios in the last three years, 
administration of the country's protected areas has always remained under the same Ministry. In 1992, this 
role was challenged for a few months by the Ministry of the Environment, 'Tourism and Natural Sites, but 
that particular government was not in office long enough for any changes to be made to the status quo. 

The Ministry of Water, Forests and Fisheries (Minist~re des Eaux et Forfts, et de la Peche) is responsible 
for administering and monitoring the exploitation as well as the conservation of Congo's forests. Tne 
Ministry consists of the Minister and his Cabinet (including a Wildlife Advisor whose domain also covers 
protected areas), two Directions Generales (Eaux et Forets and Pfche) and seven Departments, three of them 
reporting to the Cabinet: Etudes et Planification (Studies and Planning, DEP), Cotr6le de Orientation (DCO) 
and Coop~ration (DCOOP). Four of the Diiections report to the Direction Generale des Eaux et Forets: 
Exploitation et Industrie Forestiere (Exploitation and Forestry Industry, DEIF), Affaires Administratives et 
Firiancibres (Finance and Administration, DAAF), Sylviculture et Amenagement Forestier (Forestry 
Management, DSAF), and Faune et Flore (Fauna and Flora, DFF). The management of protected areas and 
the enforcement of wildlife laws on a national level is the direct resl -asibility of the DFF, the Direction 
de ]a Faune et de la Flore. Training is managed by the DEP. Some responsibility for protected area 
management also lies in the hands of ten Directions Regionales des Eaux et Forets (Regional Departments 
of Water and Forest, DREF), one for Brazzaville aid for each of the nine administrative regions: Sangha 
(Ouesso), Likouala (Impfondc' Cuvette (Owando), Plateau (Djambala), Pool (Kinkala), Bouenze 
(Madingou), Lekoumou (Sibiti), Niari (Dolisie, formerly Loubomo) and Kouilou (Pointe Noire). Locally, 
the DREFs play an advisory role to the Pr fet (Prefect); nationally, within the structure of the ministry, they 
report to the Directeur Gfnerale des Eaux et Forfts. Within each DREF, parks and reserves are the 
responsibility of the Chef de Service de la Faune. The respective functions of DAF and the DREFs in 
protected area management are not clearly separated. 

In keeping with the present trend towards decentralization, the tendency is towards a devolution of power 
and -esponsibility from the central DFF to the regional DREFs. This already includes a greater role in 
setting policy, on top of existing functions such as enforcing hunting and wildlife laws, monitoring the 
activities of logging companies, and implementing the policies of the Ministry at the local level. 

From 1986 to 1991, the management of protected areas within the Direction de la Faune et de ]a Flore was 
the responsibility of the Projet d'Inventaire et d'Amfnagement de la Faune (Project for the Inventorization 
and Management of the Fauna, PIAF). In 1989, it employed 43 agents responsible for 1,339,100 hectares 
of protected areas (i.e. 31,607 hectares each, as compared to IUCN's recommended norm of 1,000 hectares 
per agent). PIAF has now been re-absorbed into the DFF, with about 26 of its former agents currently 
assigned to field positions in protected areas, although in fact they report through the DREFs to the 
Direction Generai! rather than to the DFF. 

The DFF in Brazzaville consists ol three departments (Services) employing a total of 56 people: Legislation 
et Exploitation, which is responlsible for issuing hunting licenses; the Service Inventaire et Amenagement, 
dealing most directly with protected area management and with the preparation of management plans; and 
the Service Scientifique et Technique (Scientific and Technical Department), which coordina, s scientific 
research within protected areas. More than half of the 56 DFF employees have r- job-specific training and 
are assigned to administrative desk jobs. Given the present economic crisis in Congo and the generally low 
level of training, with the exception of revenue-generating activities such as issuing hunting licenses, most 
of these responsibilities ire theoretical. 

Any agents assigned in future to field positions in the protected areas will likely come either from existing 
DFF staff, from the DREFs, or from elsewhere in the Ministry. A moratorium on civil service recruitment 
makes hiring of new staff impossible in the immediate future, although the number of field opport,,nities 
is likely to increase as more and more conservation projects start up in protected areas around the cu,:,ntry. 
By mid 1994, it is anticipated that such projects will be under way in the Odzala, Nouabald Ndoki, Lefini, 
Conkouati, Dimonika and Lac T616 sites. 
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2.1.3 National Conservation Strategy and conservation objectives 

Congo was one of the first equatorial countries to make a real attempt to protect its forest resources by 
establishing regulations controlling forest exploitationi in order to aim for sustainability rather than 
exploitation per se. As a consequence, before any zone may be opened for logging purposes, the zone must 
first be the subject of a management plan (WB 1992). 

A positive example of this regulation of forest exploitation is the Eucalyptus plantations established in the 
Pointe Noire region in the 1980's. These plantations now accot'-t for 32% of the volume of lumber 
produced in the country. 

2.1.3.1 Major Threats to Conservation 

Traditional agriculture poses one of the major threats to conservation. With its itinerant cropping and short 
fallow periods, it contributes to the deterioration of the soils, particularly in areas adjacent to forest zones. 
Extensive cropping remains predominant in most areas, however, with the exception of areas near the main 
cities and in the Niari valley. This is largely due to the low overall population pressure in the country. 

Hunting still provides the most important form of animal protein, for both subsistence and commercial 
consumption. With the increase in modern hunting weapons, there is less use of traditional means of 
hunting, and more use of trapping and guns. For six months of the year there is an official hunting ban, but 
due to the ready availability of ammunition, illegal hunting continues throughout this period. Bushmeat, 
and to a lesser extent fish, provides the bulk of animal protein for the population. The fisheries sector is far 
less threatened, however, than terrestrial wildlife. 

2.1.3.2 Government Strategy 

The government conservation strategy can be seen from both a nation and regional perspective. On a 
national level,the strategy is two-fold: 

1. establish a network of protected areas 
2. develop and implement a nationwide natural resourct management plan. 

The objectives of the regional strategy are five-fold: l.reinforcement of already existing reserveL and 
creation of new protected areas, 2. development and implementation natiorwide of a natural resource 
management plan, 3. development of more intensive and less environmentally damaging agriculture and 
agro-forestry practices, 4.strengthening of forestry services so they can provide technical assistance and 
enforcement of forestry laws, and 5. promotion of greater participation of local communities in conservation 
of the environment (WB, 1992). 

Two government planning exercises were developed to aid the government in meeting its objectives. These 
include the Tropical Forest Action Plan (TFAP) and thu National Environmental Action Plan (NEAP). Two 
main projects were also developed, the proposed GEF project and the Natural Resource Management 
Project, which is also partly financed by WB. The NEAP addresses the country's overall environmental 
problems and will incorporate the TFAP's conclusions into its action plan. One of the primary goals of the 
NEAP is to recommend the appropriate institutional arrangement for a permanent structure in charge of all 
conservation activities (WB 1992). 

2.1.4 Existing training programs 

The Direction ae l'Etude et de la Planification (DEP) isthe department within the Ministry of Eaux et Forfts 
that is responsible for training and planning. It reports directly to the Cabinet of the Minister, and is headed 
by a director. Discussions with the director and the Chef du Bureau de Formation (Office of Training), 
showed that there was no real training programme in existence and that rigorous record keeping of trair:rg 
is not carried out. Training is usually limited to pre-service training and any form of formal training usually 
results in the recipient getting an office job at the department headquarters in Brazzaville. This is due in part 
to the expense of formal training, which makes it relatively rare and leads to high expectations. Of the 23 
individuals that have attended Garoua (see list), only 3 returned to the field, although Garoua specifically 
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trains people for field work. As a result, the people in the field are seriously under-trained and limited in 
their capacities. Any further training that people receive is on an ad hoc basis and usually results from 
personal initiatives taken to approach donor organizations or projects. 

Formal training institu'es: 

- Ecole Nationale des Eaux et For~ts (ENEF), Musendjo. Participants are largely trained to 
the level of "techniciens movens" in forestry. The school is no longer operational. 

- Institut du D6veloppement Rural (IDR): The emphasis is on training people to the le
"ing6nieurs forestiers" for reforestation, exploitation, forest development,etc. 

vel of 

- University of Brazzaville, Congo; Department of Biology. 

- Ecole des Sp6cialistes de la Faune at Garoua, Cameroon: 
Students are trained in biology, ecology, conservation and development of protected areas 

The ENEF at Musendjo could potentially be reoriented for training for protected area managers, according 

to the director of the DEP. 

2.1.5 In-country PAM profile 

Most of the conservateurs in the field, with a few exceptions have received no formal training other than 
primary school. Most department employees with further educ. .ion are working in Brazzaville at the 
departmental headquarters. Those exceptions with further education are often in the field because they are 
linked to donor projects and working as counterparts or otherwise with the project. 

According to the director of the DEP, a conservateur should have a minimum of a secondary school 
education, or a level of niveau "A". Often, however, this level is much lower. Most conservateurs are
"agents techniques". or ex-guards, one of whom has training from the Ecole Nationale des Eaux et For~ts 
(ENEF). The others have no formal training. Objectives of the Department of Planning include increasing 
the required educational level of recruits, and using only graduates from a formal training institution such 
as the Ecole des Sp6cialistes de la Faune in Garoua, Cameroun. They feel that there are far too few trained 
conservateurs in the field. A new cadre should be trained and recruited and it will also be necessary to train 
those already in the field. There is a great lacuna in technical knowledge and managemer,:. Due to the 
moratorium on recruitment, however, these are recommendations which will be difficult to put into effect 
in the near future. 

Although a number of people have graduated from the Ecole de Faune at Garoua, only 3 of them are in the 
field. The others all have positions either at the department headquarters (Direction G6nerale), or they work 
for the Regional Direction. 

At present, protected area managers do not do any real management or planning for the protected area. 
These functions are all carried out by HQ. Wardens carry out patrols and zurveillance, but this is also rare 
due to problems of infrastructure and staffing. 

2.2 Methods Used in PARCS Questionnaire and Analysis 

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 questionnaires. 

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 auestionnaire 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 
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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 identified. 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. 

ValidationAnalysis 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 made 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 African countries, and their collaboration with both African and expatriate 
colleagues. Any variance between the two levels would indicate a difference in how tht. 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 shov, 
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). 

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". 

Comparisonof PAM and Assistant PAM Validation Analysis of Knowledge Scores with Target Validators 
(averagescores) 

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. 

Gap Analysis of Training Needs for Knowledge Relative to PARCS/Respondent's 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 reflcct 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 respondents 
tended to agree with PARCS as to the level of skill required, there isn't 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 consideced necessary by PAMs 
than considered necessary by PARCS. The gaps identified when compared to respondents' own validation 
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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 leve: of PAMs and A;sistant 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 PAMs 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 considered 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 CurrentMental and Social Skill Levels 

A Lumulative 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 1or 2 indicate low skills, where 1 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 Attitudes 

The analysis of attitudes is linked to respondents years of service, in order to determine whether 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. 

TrainingReceived 

The training which respondents have received is analyzed using histograms 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 three listed training priorities are fitted to the competencies and main divisions of the job to show in 
which part 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 shown the greatest training needs to lie and 
the areas in which respondents feel their greatest training needs to occur. 
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2.2.2 Country-specific methods 

In Congo, the method considered most effective in terms of contact with different people and discussions 
with people based in different protected areas was a workshop, bringing the PAMs from a number of areas 
togetier. This was especially important given the distances between protected areas and the difficulty of 
tr2velling. une reserve was visited, in order to get a first-hand impression of the set-up in the field, and 
field associates were consulted to get descriptions of other field sites. The workshop organized in Brazzaville 
brought together 29 people from both the field and headquarters and after the questionnaire was 
administered discussions were held with all 29 in order to get additional information on training 
needs/opportunities, work constraints etc. The discussions allowed many of the problems specific to Congo 
with respect to Pa management to surface. The workshop took two days, with the questionnaire on the first 
day and discussions on the second day. Participants were invited to attend the workshop by the Directeur 
Gn6ral des Eaux et For~ts, Mr.Rigobert Ebondzo, and the Directeur de 1,, Faune et de la Flore, Mr. 
Raphael Tsila. Mr. Tsila attended the workshop and participated in the discussion on the second day. 
Additional people were interviewed on a one-to-one basis outside of the workshop setting. 

Congo People contacted: 

Dr. Conrad Aveling, Projet R6gional CEE des Forfts de I'Afrique Centrale (ECOFAC) 
Dr. Magdalena Bermejo & German, Researchers in Odzala NP 
Mr. Tsila, Directeur, Direction de la Faune et la Flore 
Mr. Mokoko Ikongo, Jer6me, Ministre des Eaux et Forfts, counterpart WCS 
Mr. Matthew Hatchwell, WCS 
Mr. Nicholas Egli, World Bank/PNAE 
Mr. Kassa, Direction de l'Etude et de la Planification (DEP) 
Mr. Samba, Chef de Bureau de Formation (DEP) 
Ms. Nadine Grant, Administrateur Strat6gique UNDP 
Dr. Oko, Conservateur Odzala National Park 
Ms. Graziella Cotman, JaneGoodall Institute Brazzaville 
Mr. Phillip Goma, Directeur d'Ecosyst~mes Prot6g6s, Dir. G~n~ral de I'Environnement 

(DGE) 
Mr. Pierre Oyo, Directeur Droits et de I'Education Al'Environnement, DGE 
Prof. Binimbi Massengo, Chef de Dpartement de Biologie et Physiologie Animale, 

Universit6 de Brazzaville 
Ms. Karen Richardson, World Bank/AFLAG 
Mr. Peter Weinstabel, GTZ Regional Coordinator 
Ms. Catherine Cruveillier, World Bank/AFLAG 
Dr. Andr6 Biassangama, Maitre Assistant en Biologie Animale 
Dr. Ndinga Assitou, IUCN 
Mr. Paul Aczel, JaneGoodall Institute, Pointe Noire 
Mr. Mark and Ms. Helen Attwater,Gorilla Sanctuary 
Dr. Donatien Nzala, Professor at IDR 
Mr. Jean Massengo, S6cret..ire Acaddmique, IDR 
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Brazzaville Workshop, Ministire des Eaux et Forits: 
-Tsila, Raphael, Dir. Faune et Flore 
-Bonassidi,Gregoire, DFF 
-Nsosso,Dominique, DFF/BP 
-Mabial3, No6, DFF/SIA 
-Nguimbi,Marcel, DFF/SLF 
-Gankoussou,Gilbert, DFF (rep. PAFT) 
-Mbani Ankangala Mankaril'a, DFF/P.Die 
-Nkabi, Antoinette, DFF/BG 
-Mayouma,Paul, DFF/BG 
-Itoua, Camille, DFF/BG 
-Kibamba, Jean Pierre, DFF, Bureau Zoologique 
-Banienkouna, Fulgence, DFF/BG 
-Makosso Vheiye, George, DFF/BP 
-Kassa, Michel, DFF/SIA. 
-Amina, Albert, Dir.Rdg. Brazzaville 
-Nganga, Innocent, observateur 
-Elenga,Jean PN Odzala, Cuvette 
-Bokaka Bonanga, PN Odzala, Cuvette 
-Oko, Ruffin Antoine, Ministrte des Eaux e' Fordts 
-Mbemba,Celestin, Dii. Rdg. Kouilou 
-Missilou, Boukaka Roland, Dir. Rag. Kouilou 
-Loemba-Loembe, Rs. Faune Conkouati, Kouilou 
-Onko, Marcel, Rs. Ldfini Sud, Pool 
-Ossan, J.Jacques, Rs. L6fini Nord, Pool 
-Bonni, Andr6, Rds. Mont Fouari, Niari 
-Kibinda, Martin, Rs. de la Tsoulou, Niari 
-Banzouzi, Jean Claude, Direction de la Silviculture et Amdnagement des Forets (DSAF) 
-Mokoko Ikonga, Projet Nouabal6 Ndoki 
-Matthew Hatchwell, WCI 

Table 2 

IUCN Categories Present/Surveyed 

IUCN Category No. Present in Congo No. surveyed for PARCS 

I.Strict Nature Reserve 0 0 

2.National Park 2 1 

3.Natural Monument 0 0 

4.Wildlife Reserve 6 4 

4.Hunting Reserve 3 0 

5.Protected Landscape 0 0 

6.Resource Reserve 0 0 

7.Natural Biotic Area 0 0 

8.Managed Resource Area 0 0 

9.Biosphere Reserve 2 1 

Total 11 5 
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2.2.3 FODs comments on training needs 

Directeur des Eaux et Ferkts, Mr. Tsila: 

There are a number of problems in Congo that can be linked directly to training. 

1. 	 There are only 24 guards and protected area managers that have received any formal 
training, not including the people at the Direction having had formal training at universities 
in the former USSR, Cuba, France, etc. There is great lack of adeqiately trained personnel. 

2. 	 People having received training are almost always placed at the Direction headquarters. 
Only 3 have been placed in the field, and only one is currently in the field. 

3. 	 There exists no form of evaluation or even follow-tip to training. 
4. 	 There is an enormous need for repeated in-service training. 

The primary priority is for repeated in-service training, available to all protected area personnel.
 

The Dpartement des Eaux et For~ts employs about 400 people, the majority of which are in the Direction
 
d'Exploitation Foresti~re.
 
Ideally, the Direction de la Faune et la Flore should have 5 technical services placed in the different regions,
 
with trained and efficient staff. These five services should include:
 

1. 	 Fauna and Flora 
2. 	 Silviculture 
3. 	 Agroforestry 
4. 	 Enhancing Forest Products 
5. 	 Fisheries Resources 

Each park or reserve should have experts on hand for each of these 5 domains. 

Direction de l'Etude et de la Planification (DEP): 

There are a number of issues which underlie the problems of training in the Direction des Eaux et For~ts: 

1. 	 There are far too few people to satisfy the needs in protected areas; it is absolutely 
necessary to increase the numbers of staff. There is often only 1 conservateur, and 4-5 
guards in the field to protect a whole protected area. They usually have no mode of 
transport, no means of communication, etc. 

2. 	 Those people who are in the field have had no training specific to their job at all. 
3. 	 Those who have had specific training, be it at university or at Garoua, are all absorbed by 

the direction g6n6rale and never go into the ficld. 

An additional problem is the tendency towards centralization in Congo. All decisions, plans, programs etc 
are made in Brazzaville without going into the field and without any information from the field. 

Director of Protected Ecosystems, Direction G6n6ral de l'Environnment (DGE), Mr. Phillip Goma 

The most important training needs are: 

1. 	 Conservation training, not just forestry training. People need environmental studies, and 
technical knowledge about the natural environment. 

2. 	 Community extension methodologies 
3. 	 Legislation 
4. 	 Management 

The need for training in community extension methodologies is evident in the Mayombe project (Dimonika 
MAB) where the project is failing due to problems with the population and high levels of poaching. People 
need to study the development of alternative activities for the population to replace the activities forbidden 
by the authorities. People also need to study the traditions and culture of the local populations. 
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2.2.4 

Pierre OYO, Director of Rights and Environmental Education (DGE) 

Managers should be in the field.There is a crucial lack of manpower and expertise in the protected areas.
A present, there is only about 1 guard per 30,000 ha of forest, given that there are about 1,300,000 ha of 
protected areas in Congo. The IUCN norms are for 1 guard per 1000 ha of forest.
 
In general, guards only have a primary school education. Of the conservateurs (protected area mangers),
 
some havt. been to Garoua, ENEF or IDR, and they have a level of "ing~nieur". Far too few have been
 
trained sufficiently, however. 

Analysis of Questionnaire 

For the nalysis 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 
calculated, 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 I1 main divisions of the job in the questionnaire. It also identifies 
the form which these training priorities should take, as either formal, in-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 to devise 
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 Harvaird 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. 
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2.2.5 Gender 

A question on gender was included in the questionnaire in order to determine whether there was a link 
between a respondent's gender and the responses given. Unfortunately this question was not included in the 
first questionnaires used, but added at a later date. Where female respondents filled in the questionnaire, 
any variations in the re;ponses were considered from this point of view. Only given sufficient (adequate) 
sample sizes for each gender group, however, could any link be made. 

2.3 Results 

The results of the PARCS survey in Congo are presente-" below. A short paragraph follows each set of 
results and provides a brief interpretation. Throughout this section of the report, reference will be made to 
figures and tables with results from various analyses of questionnaire data. Each analysis figure and table 
is defined by a PARCS number which generally refers to the paragraph in the results section where the data 
is discussed. These PARCS numbers are to be used in all country reports to allow direct comparisons of 
training needs within and between countries in the three regions in which PARCS Phase I was conducted. 
The figures and tables on which these discussions are based are annexed to each report. 

Cut of the PAMs that participated in the workshop, six were field-baseJ. Two of these PAMs have only 
received primary school education, and have not profited from any training specific to their job as a PAM. 
One of them has been working in the service for 30 years (the other did not respond to that question). These 
two PAMs considered that for a large number of questions no knowledge was needed. These questions 
referred to Legal, Policy and Financial skills and to activities involving visitors (of which there are none 
in their reserves),ensuring harmonious relationships with neighboring communities, research activities (of 
which there are also none in their reserves) and ensuring an appropriate balance between resource 
conservation and use in the protected area. It is probable that these two people, having received very little 
education or training beyond primary school, have little experience with the concepts brought out in the 
questionnaire and little understanding of what they mean. Many of the older wardens have become PAMs 
after having served as guards in these pa's, with no additional training, and have only profited from primary 
sci ool education. Their experience with questionnaires is extremely limited and the language and concepts 
used are probably not easily, if at all, understood. This is one of the problems that must be taken into 
account when using a questionnaire, and a reservation that must be kept in mind. The discussions held after 
completion of the questionnaire enabled the people who '"d not fully comprehend the questionnaire to 
express their views and the older, field-based wardens participated actively in these discussions. I personally 
feel that these people appreciated having an opportunity to express their views and be listened to. Many of 
them had been in Parks or Reserves for many years and have a lot of experience. Their points of view are 
valuable, but a questionnaire is only frustrating to them and does not allow their experience to be 
appreciated. 

2.3.1 Data Collectioi, Table 

From the table it can be seen that the workshop setting, in which respondents filled out the questionnaire 
individually with the Regional Manager nearby was the way in which the questionnaire was administered 
in most of the cases. The questionnaires given to the Field Operations Director, both when assessing PAM 
training needs and their own training needs, and the Field Associate questionnaire were completed in the 
respondent's own time, after having had the questionnaire explained to them by the RM. 

2.3.2 Background Information Sheets 

Annexed 

2.3.3 Respondent's Years in Service/ Years as a PAM 

The majority of PAMs and Assistant PAMs in Congo have been in the service for more than 6 years, and 
a large proportion of them longer than 10 years. Unfortunately the question on how many years they had 
worked as a PAM was not asked. A few individuals volunteered the information nonetheless, and of the 8 
responses, 5 had worked for less than 6 years as a PAM, and 3 for 6 years or more. From a qualitative 
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2.3.4 

personal assessment of the people attending the workshop, Iwould suggest that the people based in the field 
were older, on average, than those based at headquarters. Of the 11 people having worked as PAMs in the 
field, 10 (91%) 	had been recruited before 1981. In other words, they had more than 10 years of service with 
the department. 	It must be pointed out.that many of the so-called PAMs and Assistant PAMs attending the 
workshop were working in the Headquarters at Brazzaville at present. They were either waiting for 
assignments in the field, or based at headquarters due to lack of positions in the field. One of the great 
difficulties in Congo at present is the lack of fieid-based staff, and the large numbers of people based in 
Brazzaville without clearly defined responsibilities. There is a serious lack of funds and infrastructure for 
field-based personnel and as a consequence few people are willing and able to live in or near the protected 
areas. Of the 29 people attending th workshop, 11 only have had field experience as a PAM. Of those 11, 
six are based in the field at present. This is one of the problems that arose in the discussions: too many 
people are based at headquarters and the protected areas are seriously understaffed. This is principally due 
to lac!: of infrastructure and funding. In addition, those individuals having received training are usually not 
sent to the field, but remain at headquarters. Many of the PAMs attending the workshop were therefore 
people with very limited, if any, field experience. 

Validation Analysis for Knowledge 

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

2.3.4.a 	 Additions and Deletions to Accountabilities and Responsibilities 

There were none. 

2.3.4.b 	 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. 

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 indicates 
that in general, with a few exceptions, the level set by PARCS is considered accurate (see also 2.3.4.c). 
As a consequenc., 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 I-vel required and be considered significant by this analysis because a 
difference of -I is not considered sgnificant. 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: 

Any 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 rarely more than 20%. The one exception was question No. 
5, in which 40 % of respondents considered the level "in-depth" too high. This question refers to knowledge 
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of protected area infrastructure techniques, site design and analysis. 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. Only question No. 25 could be considered an exception ro this, as about 37% 
considered that a lower level of skill was necessary. This question refers to protected area vs people conflict 
management. Almost 80% of respondents considered themselves as lacking in skill in this aspect, however, 
and identified it as one of the highest training needs in management skills. Although people may not 
consider that it needs in-depth knowledge, they do agree that their level of "inowledge in people management 
is lacking. 

iii. Planning Knowledge: 

Although the overall level ot agreement was high, with 92% of responses not varying more than one point 
from the PARCS level, there were some interesting differences. In questions 30,31,35,36 and 37, less than 
50% of respondents felt the PARCS score was completely accuraiu- (difference of 0). In question 30, 
referring to financial planning, respondciits usually felt that in-depth knowledge was required, but three felt 
that no knowledge was required. Two of them admitted they had no knowledge and one felt that he had 
some knowledge. Two were field-based PAMs and one a HQ-based PAM. Ii question 34, a large proportion 
of respondents (about -9%) felt that a PAM need only have working knowledge of job planning, whereas 
the rest agreed that in-depth knowledge was accurate. The greatest level of disagreement was in question 
No. 36 where almost 90% felt that the level required was greater than that set by PARCS. In this question., 
which refers to the development of research plans, almost 60% felt that in-depth knowledge was necessary, 
and about 30% felt working knowledge necessary. This question also jumps out as indicating a very high 
training need/gap in skill level, both when compared to the PARCS standard, or the respondent's own 
standard. Questions 38 and 39, where PARCS considered in-depth knowledge necessary (protected area 
management plans and zoning systems) were considered by at least 20% of respondents to need lower levels 
of knowledge. One respondent even considered that no knowledge was needed. This respondent was one 
of the three who considered that no knowledge of financial planning was needed either. This same 
respondent did rot feel that any knowledge of how to develop a research plan was required (nor does he 
feel he have any knowledge in these three areas). 

iv. Legal Knowledge: 

Most (5 out of 9) questions were considered to re"uire higher levels of knowledge than set by PARCS. 
There is only 77% agreement with the PARCS scores in this section (2.3.4.c). Although one or two 
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 more than 20% felt that 
a lower skill level was acceptable dealt with laws related to collecting/exporting materials and specimens. 

v. Policies and Procedures Knowledge: 

Again, almost all disagreement concerning this skill was in favour of increasing the required skill level to 
"in-depth knowledge". It must be pointed out that the two PAMs who felt that no knowledge of Policies and 
Procedures was necessary influenced this histogram in some degree, lowering the level required. A few 
other PAMs also felt, however, that the level could be lowered somewhat and that working knowledge could 
be adequate in some cases. This is the case in questions 50, 54, 56 and 58. The first deals with 
maintenance/construction policies as well as procurement procedures, the second question deals with visitor 
policies, the third with community conservation procedures and the fourth with public relations policies, 
procedures and practices. All four of these activities are probably rarely, if at all relevant in parks and 
reserves in Congo. 

22 



vi. Financial Knowledge: 

About 50% of respondents agreed with the levels set by PARCS, and where there was disagreement, it 
usually favored an increase in the level to "in-depth knowledge". Only on question 62, referring to record
keeping for disbursements, financial or in-kind, to local communities, did the level drop to "working" or 
even "some" knowledge. This is not a concept which is known in Congo. Most people had doubts about 
this question and needed further explanations. Local communities do not participate in the management of 
protected areas and rarely profit from their protection in direct financial means. 

2.3.4.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%. 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 of 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 I 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 I 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 f a PAM's responsibility. 

2.3.4.d 	 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 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. 

In general, the level of knowledge required for PAMs by the FOD and the Field . ssociate was slightly 
higher than the level set by PARCS. Variation betweeL the three levels was not very great, 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 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. 

2.3.5 Gap Analysis of Training Needs for Knowledge 

In general, the .hree categories of respondents identified gaps for all knowledge skills (competencies), 
although the gaps were not equally large over all competencies. The same competencies were identified as 
having the greatest training needs for all categories of respondents, and these were: Policies & Procedures, 
Planning and Technical Knowledge. FODs and Field Associates felt that the PAMs level of knowledge was 
lower, on average, than PAMs did therselves, although they all identified gaps. 

2.3.5.alb Relative to PARCS/Respondents' Validation Score 

In this analysis, the skill level required i' , 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 respondents
tended to agree with PARCS as to the level of skill required, there isn't much variation between a and b. 
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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 necessary for questions No's 8 and 9, referring to knowledge of extension methodologies and 
the cultural and historical context for the location of the protected area (H). The greatest needs for training 
were in sections J and K, involving the representation of the meeting in public meetings and ensuring an 
appropriate balance between resource conservation and use in the pa. Up to 80% of respondents identified 
training needs in technical knowledge for 11 out of 17 questions. When the respondents validation 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"working" and "some" for most of them. 15-20% consider that they have no technical knowledge (score
of 1) in these tasks. 

ii. Management Knowledge: 

The gips in knowledge between what respondents feel they have compared to what they ought to have are 
slightly more marked when compared to the standards they set than when compared to the PARCS standard, 
but they do not differ qualitatively. The same questions surface as needing training. Both questions in Main 
Division B, involving the management of infrastructure within budget, showed gaps in skill levels. 
Management of intervention programs and Ensuring harmonious relationships with neighboring communities 
also showed gaps in skill levels. Respondents did not feel that protected area vs pcople management required 
in-depth knowledge, and many felt that working knowledge would suffice, yet they did identify training 
needs of 2 and even 3 for this skill. In other words, they considered themselves as having none, or only 
some knowledge in it. Community participation is not, at present, invited in the management of protected 
areas in the Congo. Protected areas are generally protected from encroachment by force. They are, however, 
severely understaffed and under-equipped and PAMs recognize their inability to satisfactorily ensure 
p 3tection. For this reason, PAMs consider it crucial to be trained in how to maintain harmonious 
relationships with neighboring communities, although they may not necessarily recognize what this entails. 
In the post questionnaire discussion, a lot of time was spent in a debate on whether the priority for 
protection of pa's was law enforcement or community education. Many PAMs were of the opinion that law 
enforcement and training in paramilitary techniques was of greater importance in effective protection than 
community education and involvement in pa management.All PAMs did agree that training in community 
education and the management of protected area vs people conflicts was necessary. This was the highest gap
identified by the PARCS standard. The highest gap identified by the respondents' standard was how to apply 
preventative maintenance. This is very important when equipment and infrastructure are a rare luxury. 

iii. Planning Knowledge: 

There were some very clear training needs identified in this skill. Respondents felt very marked training 
needs in resource conservation management planning techniques, implementing protected area management 
objectives and how to develop and maintain protected area management zoning systems (K). For the last 
question, the training gap was identified by 100% of respondents. Also with respect to patrol planning (E),
visitor planning (F) and planning intervention programs (G) was a great need identified. In this section the 
gaps identified tended to be very large, meaning that individuals ranked their own levels as very low. In 
other words, in general, respondents felt that their planning skills were very low, compared to what is 
required (generally less than 40% considered the difference to be 1). 

iv. Legal Knowledge: 

As mentioned in Section 2.3.4.b, respondents felt that a much higher skill level in Legal knowledge was 
required than that set by PARCS. The greatest training netds as determined by PARCS were in laws & 
regulations within the protected area, contract law as applicable to concessic.aires and visitors, 
collecting/exporting materials and specimens and in le ;islation regarding protected areas with respect to the 
public. The greatest training needs as determined by respondents were in contract law with respect to 
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subcontractors, laws and regulations within the pa, laws related to community development and laws of 
slander and libel. Legal knowledge was required throughout, however, and the gaps identified were very
large. PARCS did not identify the needs to be as great due to the fact that the required standard set by
PARCS was frequently lower (s."me or working knowledge sufficed in many instances). 

v. Policies and Procedures Knowledge: 

The training need identified by PARCS neared 100% in many questions. The gaps were also very large.
This is also the case using the respondents' own standard of comparison. This is obviously an area, like 
Planning, where respondents ranked themselves as having low skill levels.The only two questions in which 
the training need was relatively small was in C and D, namely knowledge of accounting policy and 
knowledge of the national conservation policy. On all other questions the training need was very high. 

vi. Financial Knowledge: 

As in Planning and in Policies & Procedures, Financial knowledge skills showed large gaps. Especially in 
question 62, with respect to keeping records of resource use or resources shared-both financial and in-kind 
distributions, was the training need great. In the validation ajalysis, this question showed the most 
disagreement with PARCS in that several people did not find that in-depth knowledge was necessary. Again,
this isnot something which occurs in Congo, and it is probably for this reason that PAMs often did not find 
it as important. They did identify a very marked training need in it however, even when using their own 
standard of comparison. Relative to their own scores, however, almost every question showed very high
training needs, except for question No. 60, which refers to keeping records of visitor numbers and keeping 
receipts. Evidently this is one area in which more than 50% consider themselves as having sufficient 
knowledge. 

Overall, the gap analysis shows that respondents identified the greatest areas of training need, over all the 
skills combined, in ensuring an appropriate balance between resource conservation and use in the protected 
area. This is followed by ensuring optimum levels of visitor satisfaction (F), ensuring agreed intervention 
programs are completed to budget and timetables and representing the pa in public meetings and ensuring
harmonious relationships with neighboring communities. Research activities, financial accounting, and the 
development of tactical plans and budgets did not figure highly in this analysis. Each key area did rank high 
at least once, however, in one skill or the other, for representing a training need. It can be concluded, 
therefore, that training is needed in each key area of the job of a PAM, and that although there are 
differences in priorities for each skill, no task of a PAM is felt to be satisfactorily backed by training. 

The following table (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 Pla, ning skills, with all other skills following closely behind. Only Management skills seemed to be 
considered the least acute in requiring training. 
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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 	 70 

Plarming knowledge 	 92 

Legal Knowledge 	 78 

Policies & Procedures knowledge 80 

Financial knowledge 	 83 

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

This table 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. 

The greatest training needs, or gaps, were identified by the Field Associate, followed by the FOD. Both 
were rather more critical of PAMs abilities than PAMs themselves. The following table shows, however, 
that the skills in which gaps were identified are the same, and that the skill requiring the most urgent 
training was Policy & Procedures. The Field Associate also felt that Financial & Accounting skills needed 
a great deal of training. The table lists the percentage of questions for each competency in which a gap of 
more than 1.6 was identified (or a gap of about 2 or 3). Intefestingly, in the questions where PAMs 
identified no training need (either their klowledge was sufficient or more than adequate than the level 
required) the Field Associate and the FOD often also identified no training need (gap of 0). On some of 
these questions, however, the required level was "some knowledge", in which case a gap of 1 would mean 
they had no knowledge.These questions involved: in the Technical knowledge section: working knowledge 
of extension methodology and knowledge of the cuitural and historical context of the pa; Management 
knowledge: knowledge of human resource techniques and knowledge of the PAM's role it meetings, etc; 
Legal knowledge: some knowledge of employment laws, and some knowledge of laws related to community 
development. 

Table 4 
Percentage of Questions in which an average gap of about 2 or more was identified for each competency 

Competency PAM FOD Field Associate 

Technical knowledge 18 5. 53 

Management knowledge 10 10 50 

Planning knowledge 42 42 67 

Legal knowledge 0 33 44 

Policy & Procedures knowledge 70 70 70 

Financial & Accounting knowledge 17 17 100 

Overall, the greatest training needs are in Policy and Procedures, for each category of respondent (apart 
from Financial knowledge for FA's), followed by planning knowledge. The lowest needs are in Legal and 

26
 



Management knowledge, although the FA did comider the gaps large in all competencies. 

The importance of Policies & Procedures and the fact that it ranks highest as the training need is a finding
that is consistent throughout all the Central African countries assessed. The relatively low rank of
Management knowledge isalso consistent throughout all Central African countries assessed. Technical skills 
tend to be ranked in the middle, but nonetheless have a number of questions demonstrating large gaps in
knowledge. It is evident that according to all categories of respondent assessed, there are large gaps in the 
knowledge of PAMs that need to be addressed 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). From this analysis their priority training needs are in Technical, Management and Planning skills.
Policy & Procedures rarely figures in this list of respondents' 3 priority training needs although it is
uniformly found to represent the greatest gaps in knowledge over all Central African countries assessed. 

Table 5 
Percentage of Questions in which an average gap of about 2 or more was identified for each division of the 
job 

Main Division of the Job Percentage 

A. Staffing 17 

B. Infrastructure 17 

E. Laws and Regulations 40 

F. Visitors 33 

G. Interventions 40 

H. Community Conservation 38 

J. Public Relations 29 

K. Resource Conservation 57 

The above table shows that the division of the job in which training was most required was K, ensuring an
appropriate balance between resource conservation and use in the protected area. This holds for all the skills 
required to do so, including technical, management, planning, etc. 
Laws and regulations (E), intervention programs (G) and harmonious relations with neighboring
communities (H) follow. These are all aspects of a PAM's job that respondents considered very important
and in which they felt they needed knowledge skills, in order to be able to do the job properly. 

2.3.5.f Average Technical Knowledge skill level with respect to Biome 

This table presents the average gap size (or training need) for each question in Technical knowledge, relative 
to biome. In other words, each colunm represents a biome, and it is subdivided into three columns for gaps
of 1, 2 or 3. A gap of 3 represents the greatest training need. Column "R" represents those people based
in Brazzaville (Regional) who are not at present in charge of a protected area, but who could potentially be
placed in one at any point in time. Column "S"represents protected areas with a predominantly savanna
habitat, (i.e. Lefini Reserve), and column "W" represents protected areas with a predominantly moist forest 
habitat (i.e. Odzala National Park). Responses under column R show that regionally based PAMs (meaning
Brazzaville, for the large part) felt their training gaps to be usually in the order of 1, and very rarely 3. 
Savanna based PAMs felt somewhat less confident in their skills and identified a gap of 2 or 3 more
frequently. Moist forest-based PAMs, usually further from Brazzaville than the other PAMs, and therefore
with even less contact with headquarters, felt gaps of 3 to be appropriate more frequently than the other two. 
This data should not be analyzed too deeply as the numbers of respondents in the three categories (R,S and 
W) are not equal and this would bias the figures. 
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2.3.6 Validation Analysis of Social & Mental Skills 

In general, respondents agreed with PARCS with respect to the mental and social skills needed to do the 
job of a PAM. 

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. 

There is about 80% agreement on each question in this section, indicating a high level of agreement that 
the questions are relevant to the job of a PAM. The overall accuracy score in 84.5 %. 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 the cases that PAMs considered the question not to 
be relevant to the job of a PAM. The figures shown represent the percentage of respondents that felt that 
a particular question did not relate to the job of a PAM. 

The disagreement was spread out relatively evenly over all questions, with never more than 9 people 
disagreeing on any one question (question 14-E, "gaining cooperation of wrongdoers"). This question was 
worded rather unfortunately and I believe many people misinterpreted it. It was misunderstood and queried 
by many respondents, in which case I was able to explain its meaning. Those respondents who did not ask 
me about it, however, may well have misunderstood it. Frequently, respondents thought it meant cooperating 
with wrongdoers, rather than getting wrongdoers to change their ways and cooperate with authorities. In 
any repeated use of the questionnaire, this question would have to be reworded. There was also relatively 
high disagreement with the validity of question 14-E, which deals with determining true causes of incidences 
and trends in incidences with respect to activities complying with laws and regulations in the protected area. 
In question 9-H, "understanding the underlying causes of conflict with neighboring communities both in the 
long and short term", 7 people felt this was not relative to the job of a PAM. The disagreement on this one 
particular question is surprising given the importance of the question. It is also an aspect of the job which 
is considered important by PAMs and in which they recognized a need for increased knowledge skills (see 
section 2.3.5.d). It is therefore surprising that with respect to problem analysis (competency 9), they did 
not feel it was relevant. They did consider other questions in division H to be relevant, however. 
In general, few questions solicited a great deal of disagreement and most PAMs felt they were all relevant 
to their job. 

2.3.7 Current Mental & Social Skill Level 

In general, there were gaps identified in all mental and social skills, by all categories of respondents. 
The skills in which training was required the most were Written, Creativity, Evaluation and Oral. PAMs 
tended to feel, unlike FODs and Field Associates, that their Oral skills were adequate. 

2.3.7.a Low Skills Levels 

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

There was not a great deal of variation in the amount of times a low skill level was identified for each 
competency. On the whole, between 35 and 52% of responses identified a low skill level (1 or 2). 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 I or 2 was given for each competency
 

Mental & Social Skills (Competency) Percentage 

Comprehension 42
 

Problem Analysis 52
 

Creativity 52
 

Evaluation 57
 

Oral 35
 

Written 49
 

Working with Others 49
 

Interestingly, although several PAMs felt that the question (see table 2.3.6.b) referring to problem analysis
skills in dealing with conflicts with neighboring communities, was not relevant to their job, they did identify
low skill levels for this question. Out of 19 respondents, 13 felt they had no, or poor skills in this question
(see Table 2.3.7.a.i). In otherwords, it would be a gap needing to be addressed in training, as most PAMs 
did consider it relevant.
 
Table 7
 

Percentage of times a score of I or 2 (low skill) was given for each main division of the job
 

[Main Division of the Job 	 Percentage 

A. Staffing 	 49
 

B. Infrastructure 	 54
 

C. Finance/Accounts 	 40
 

D. Tactical Plans 	 59
 

E. Laws and Regulations 	 37
 

F. Visitors 	 50
 

G. Interventions 	 42
 

H. Community 	conservation 47
 

I. Research 	 54
 

J. Public Relations 	 52
 

K. Resource Conservation 	 37
 

As with the different competencies, there is very little difference between the different main divisions with 
respect to the areas needing training in mental and social skills. The skill levels of the PAMs are low 
throughout, and they could profit from any training in these skills. 

2.3.7.b 	 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. 
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According to FODs, PAMs most frequently overestimate their mental and social skills with respect to
Divisions E and F, with respect to laws and regulations and visitor satisfaction respectively. They also most 
frequently overestimate their oral and written skills, and to some extent their skills in working with others. 
They sometimes underestimate their skill levels, but not consistently in any one division or competency. 

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, their largest training needs were in Evaluation, followed
by Problem Analysis and Creativity. Their lowest need was in Oral skills. According to both FODs and
Field Associates, the greatest needs were in Written skills, as well as Creativity and Oral. The lowest
training need was in Problem Analysis and Working with others. It is clear that there are differences in
perceptions with respect to how skilled PAMs are. There is little variation between how FODs perceive
PAMs skills and how Field Associates perceive them. The lack of evaluation of PAM's work, both in the
field and in their "office" (i.e. report writing, etc.) could be the cause of this mis-:onception and feedback 
on the efficacy of their work in mental and social skills could help. It is also clear that PAMs need to work 
on both their writ,en and oral skills as these are important aspects of their job, and probably quite easily
rectified. 

Table 8 

Percentage of times a score of 1 or 2 was identified for each competency 

Mental &Social Skills (Competency) FOD FA 

Comprehension 58 75 

Problem Analysis 55 55 

Creativity 80 90 

Evaluation 89 78 

Oral 100 78 

Written 100 100 

Working with Others 60 40 

The Divisions that have the lowest skill levels deal with visitors (i.e. tourism) and research. This is not
surprising as there are very few tourists to protected areas in Congo, and very little research is carried out 
in them. 

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 li;ted 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 attitudes 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 woik and dedication to conservation 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, as well as maintaining dialogue and communication. 

2.3.8.a Methods to Instil Work Ethics 

Quite a large number of methods to instil work ethics were given, and only 4 were given by three or more
people. These include numbers 4 (acknowledging good work in others while positively criticizing bad 
work),5 (showing tolerance to other's point of view), and 7 (providing attentive supervision to staff's work,
especially when new responsibilities are given). There does not appear to be any link to the way in which 
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people chose to instil work ethics and the number of years in which they had worked in the service. 

2.3.8.b Methods to Instil Commitment to Conservation 

The largest response was for number I and 3 in the list. These include showing dedication to national, 
regional and local conservation objectives and demonstrating the importance of conservation in relation to 
human needs. Again, there does not appear to be a link to years of service. 

2.3.8.c Methods to Instil Healthy Attitudes to Adjacent Communities 

There does appear to be some convergence in responses to this question, with the greatest proportion going 
to listening to and demonstrating willingness to understand community problems (2), followed by taking an 
active role in conflict resolution (4) and accepting the validity of community participation in protected area 
management (1). In other words, PAMs are aware of the need to have healthy attitudes with adjacent
communities and agree on the way in which this should be fostered. There is no community participation, 
at this point, in protected area management, although there are efforts being made to this goal in some 
protected areas (eg. Odzala, Nouabale Ndoki) 

2.3.9 Language skills of PAMs and Assistant PAMs 

The data shows that 74% of PAMs speak the language spoken by the local community, and the other 26% 
did not answer the question. In general, therefore, PAMs speak the language of the neighboring communities 
in Congo. Although there are different languages spoken in the country, PAMs recognize the need to be able 
to communicate with these communities and as a consequence speak the language required to do so. In 
general people are multilingual in Congo and would already speak the local language before being assigned 
to a certain region. It is unlikely that they would have to learn the language in order to communicate with 
neighboring communities as a PAM. 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 

In general, PAMs have no experience with computers and do not know how to use them. They certainly
would not have any opportunity to learn how to use them unless they were associated with a project in 
which a computer was made available to them, or unless they attended a course abroad in which computer 
use was part of the curriculum. 

2.3.11 Training Priorities Identified by Respondents 

In general, PAMs still felt that their greatest training needs were in Technical skills, followed by 
Planning and Management skills. None identified Policies & Procedures skills. 

The following table presents the training priorities 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. 
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Table 9 
Competencies 2-17 and Main Divisions of the Job A-K 

Main 
Div Blank 12 3 

Competencies 
14 15 1 6 171 8 9 1 1 12_ 13 14151617 T 

Blank 

A 

B 

5 

2 

12 

1 

1 

10 

4 

3 2 1 2 1 

5 

3 

C 

D I 1 

E 

F 

G 

2 

1 
1 

1 3 

1 
1 

H 3 2 5 

1 2 2 4 

J 

K 

TOT 
7 

22 13 1 1 
7 
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From this analysis it is evident that respondents still feel that their greatest training needs are in technical 
knowledge skills, followed by management and planning. These are not the skills in which their greatest
training needs were identified by the gap analysis (section 2.3.5.d). Gap analysis showed that Policies & 
Procedures had the highest training need, followed by Planning, and to a lesser extent technical knowledge
(as well as financial & accounting knowledge). Management had one of the lowest training needs relative 
to the other skills. The most obvious forms of training, and perhaps also the most obvious skills to PAMs 
are technical and management skills, and it is for this reason 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 exercise and a point of discussion (dissemination) is very clear in this instance where PAMs are not fully 
aware of what their training needs are, despite the fact that they identified them themselves with the aid of 
this questionnaire. 

2.3.12 	 Training Received 

2.3.12.a,b,c 	 Knowledge, Mental & Social, Attitudes 

Training in the different competencies is considered to have come mainly from on-the-job experience, and 
training at the Ecole des Sp6cialistes de la Faune A Garoua, in Cameroun. Some training, mainly in 
Knowledge skills, and some Mental & Social skills comes from training in other Formal institutes. These 
are, in general, universities abroad, which respondents attended before being recruited by the department. 
In-service training is only considered to have contributed once, in comprehension. This is probably included 
because the respondent did not distinguish it properly from on-the-job training. In reality, there is no in
service training, as defined by this project, in Congo. For the purposes of PARCS, in-service training was 
defined as meaning training that is developed by the department for staff, post-recruitment. "Other formal" 
training is also only mentioned once, for technical skills. It is clear from this analysis that training other than 
formal wildlife and informal, on-the-job training rarely, if ever, occurs and these are therefore not 
techniques used to contribute to preparing PAMs for their job. 

2.3.12.d 	 Years since Formal Wildlife Training Received 

The majority of PAMs received their formal training more than 5 years ago (93 %),and 33 % received their
 
training more than 10 years ago. It must not be forgotten, however, that of the PAMs that have been trained
 
at Garoua, only a very small minority are actually in the field, and most are working at Headquarters, due
 
to lack of the financial and infrastructure means to send them in the field. Of those few Garoua graduates

that are in the field, most have been trained more that 10 years ago.
 

2.3.12.f 	 Frequency of which training has contributed to PAM skill levels 

The histogram shows that PAMs feel they have received some sort of training in most skills, even if it is 
only on-the-job training. Most training seems to have been in technical knowledge and comprehension. The 
former is certainly due to formal training either at university or at Garoua. 

2.3.12.g 	 Type of Training that has contributed most to job requirements, analyzed by respondents' 
years of service 

This question was not frequently responded to (it was not formally asked), but where it was responded to, 
it was always Formal Wildlife Training. It is considered, by most people, to be the best source of training
for a PAM. This was evident especially during the discussions held after completion of the questionnaire. 
Although many skills were acquired only with on-the-job experience, formal wildlife schools were 
considered to be the best source of training, largely due to the fact, however, that this is the only officially
recognized training available. In other words, if training is to count in one's ability to move up the 
hierarchy of an organization, formal wildlife training is the only type of training currently available. It is 
therefore highly desired and considered the summum of achievement. 
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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 _;ap of 2 or 3 was identified in Knowledge
skills, and a score of I or 2 (low skill) 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 indicated relatively rarely identified gaps. 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 colunmis, or competencies, in which a large gap was the most frequently
identified are 6 (Policy and Procedures) and 4 (Planning) for knowledge skills, and 11 (Evaluation), 10 
(Creativity) and 9 (Problem Analysis). These results are presented separately in the previous sections 2.3.5 
and 2.3.7. 

2.3.12.i 	 Measure of Agreement of Training Needs of respondents' 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. Compared with the table in the 
preceding section 2.3.12.h, there is evidently not a great deal of overlap between the priority training needs 
identified by gap analysis and the training needs listed by respondents. On occasion, however, some overlap
does occur, as indicated by the asterisk. 
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2.4 Summary and Conclusions 

The Protected Area Conservatioi. 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 developeJ 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 useful 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. 

Overarching 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 variety 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 differer,t 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 ajob 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 Congo, there were no changes made at all to the description proposed by PARCS, and the overall level 
of agreement was 91%. 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 Congo. Although not all aspects of the job 
as described in the questionnaire were put into effect in Congo (i.e very little tourism or research carried 
out in most of the protected areas), respondents did feel that they were , 'Ils required of a PAM, especially 
as it would be desirable to strive towards including these activities in the future. 

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

There are a large number of constraints in Congo which make it difficult fo: 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 limits the staffing possibilities in protected areas, and it limits the training
available to staff. This is a constraint which isof particular importance in Central Africa where protected 
area management is not a priority, and where funding is very limited. It also has bearing on all other 
constraints in C igo. 

Financial constraints are not the only ones, however. There is a very inefficient use of resources, both 
human and otherwise, in protected area management. Expertise is not utilized to its full advantage. There 
are a number of very qualified people in Brazzaville who are not being utilized to their full potential. There 
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are far too many people working with protected area management authorities based in the central office in 
Brazzaville, who have received training enabling them to work in the field. Training is still seen, to some 
extent, as a stepping stone to an office at headquarters. It is generally expensive and rare, due to the fact 
that there is little training outside of formal trair.ng at a university or wildlife training institute, and 
recipients tend to find themselves in elite positions. One of the great difficulties in Congo at present is the 
lack of field-based staff, and the large numbers of people based in Braizaville without clearly defined 
responsibilities. There is a serious lack of funds and infrastructure for field-based personnel and as a 
consequence few people are willing and able to live in or near the protected areas. Of the 29 people 
attending the workshop, 11 only have had field experience as a PAM. Of those 11, six are based in the field 
at present. This is one of the problems that arose in the discussions: too many people are based at 
headquarters and the protected areas are seriously understaffed. This is principally due to lack of 
infrastructure and funding. In addition, those individuals having received training are usually not sent to the 
field, but remain at headquarters. Many of the PAMs attending the workshop were therefore people with 
very limited, if any, field experience. In addition, it is probable that many of them were recruited into the 
department during the period that Congo was earning a lot of revenue in the 1980-85 oil boom. The oil 
boom was accompanied by a rapid growth in the urban job market. The oil crisis in 1985 brought the 
government to halt the growth of public spending, but many government agencies were saddled with large
numbers of employees, and limited funds. 12 out of 28 respondents at the worksho' were recruited between 
1980 and 1985 (43%), during the oil boom. 

One of the major constraints on effective use of human resources is this notion of training leading to elitist 
positions. Training is not seen as something-that should be available to every one, and which should be 
repeated as frequently as possible. Training is still seen as something which prepares one for recruitment, 
or a specific position, and then never repeated. Training is therefore not seen as part of the process of 
movement throughout a person's career. In addition, this form of training is very limited in that it is not 
flexible 	and adapted to the needs which arise during the process of a pe-rson's career. As a consequence 
there are gaps which arise in the skills and knowledge required to do the job successfully. 

c. 	 Are PAMs skilled to thp !evel judged by this training needs assessment t&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. And 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 most 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 competenci 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), from the perspective of protected area managers, field operations directors and field 
associates, were "policy and procedures", "planning" and "technical knowledge". The field associate also 
felt that "financial and accounting knowledge" showed a large training need. Training was felt to be 
necessary in all the main divisions of the job, with little variation between them. 

With respect to the mental and social skills, the greatest gaps in skill level were identified in their skills in 
"Evaluation", "Creativity", "Problem Analysis" and "Working with others". PAMs felt their oral skills to 
be more or less adequate, but this was an area in which FODs and Field Associates did not agree. In 
general, however, there was a high degree of overlap between the areas considered by PAMs to require the 
most training, and those considered by FODs and Field Associates to require the most training. 

There did appear to be a link between training needs and biome. PAMs working in the field, and especially 
in protected areas of moist forest, had greater training needs than PAMs based in Brazzaville. This is not 
because the PAMs in the field had needs specific to t)--ir biome which had not been addressed, but because, 
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as mentioned previously, people having received training tended to expect jobs in offices at headquarters.
Due to the fact that in the past 20 years many more people had been recruited into the Direction des Eaux 
et Fordts than there were currently jobs for, many PAMs were in Brazzaville, without a protected area to
work in. These PAMs tended to be the ones that had profited from formal training, and who felt their 
training needs to be less extreme than those in the field. The PAMs that were in the field, and especially
those in remote forested parks and reserves, who rarely had the opportunity to meet other PAMs or to come 
to Brazzaville to speak with people at headquarters, felt they had very largc training needs. Many of the m 
had never profited from any schooling beyond primary school, and they had certainly not received any
training in protected area management. They were very aware of their training needs and, in general, were 
extremely interested to participate in the needs assessment, with the hope that training would become 
available to them in the near future. 

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 received is formal wildlife training at a wildlife institute 
or at university. Rarely are conferences, seminars or workshops listed, although they do constitute a form 
of training. A few PAMs recognized the latter as a form of training, but they did mention that it was
considered less important because recipients did not get any certificate or other form of recognition for 
having attended or participated. In other words, to make other forms of training more effective, it would
be important to address this issue and to officially recognize participation in them. Some form of assessment 
would also be desirable so that mere attendance would not be sufficient. 

As mentioned above, a large number of PAMs, and especially those actually based in protected areas, have 
not received any formal wildlife training, and all their learning has been on the job. In general, the skill 
levels of these PAMs are very low. In all competencies apart from technical knowledge most respondents
did not feel they had been trained at all. A few respondents felt that they had been trained in all 
competencies during their formal wildlife training at the Ecole des Specialistes de la Faune at Garoua 
in Cameroon. An assessment of the Ecole de Faune, however, showed that many skills are not covered 
there, and even those that are not always adequately covered. Skills such as those necessary in Policies and
Procedures, Planning and Technical knowledge are not often sufficiently covered. The one competency in
which the lowest training needs are identified is Management. The problem facing the Ecole de Faune is 
that they train people to work in the field, and not necessarily at the level of a manager. The courses given
at the school are very much field-oriented. This is not to say that they involve a very large proportion of 
field-work, but rather that they address subjects such as ecology, monitoring and patrols, veterinary
medicine, development of protected areas, and some administration. These skills, albeit very useful and
 
important, are not the only skills required of a manager.
 

Most protected area managers have received their formal wildlife training more than 6 years ago, and many 
more than 10 years ago. Since that time, they have received no additional training, nor any form of 
refresher courses. This.- is due to the lack of in-service training, and the expense of sending people to training
institutes. Repeated training and refresher courses are forms of training that can most easily, effectively and 
cost-efficiently be organized by the department so that all candidates get equal opportunities for training and 
so that training is frequent and meets the needs of the job. The actual training need not be carried out in the
department or by trainers from the department, as long as the department is ensuring that the courses meet 
the needs of its staff and that all members of the staff get equal opportunities for training. 

e. 	 Assessments of Field Operations Directors 

Although not based in the field, the field operations directors has responsibilities not unlike those of a PAM. 
The difference is that the scale of responsibilities is much larger for a 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 
department'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. Appointment to 
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this position, however, is often a political move and it is not always a candidate's training background which 
makes him/her eligible for the position. People often move from one ministry to the other, and it would not 
be unthinkable that a person with very little wildlife training background would end up in the position of 
a FOD. 

If PAMs were trained to successfully meet the requirements of the job, it would not be so important that 
a FOD have a wildlife background. The PAMs could provide much of the needed 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. 

The Field Operations Director also felt that he could profit from additional training, especially in the fields 
of management and planning. It is possible that policies and procedures would also be included in this list, 
but it is a far less obvious category to most respondents. It was never listed by PAMs as a training priority, 
although it did come up, during the gap analysis, as a very important training need. 

f. 	 What further training is required? 

Further training is required in most of the skills mentioned in the questionnaire. The most important gap 
in knowledge skills was in Policies and Procedures, followed by Planning and Technical knowledge. The 
most important gaps in Mental and social skills were in Evaluation, Creativity and Problem Analysis. The 
main divisions of the job that required training the most frequently were Resource Conservation (ensuring 
an appropriate balance between resource conservation and use in the protected area), Interventions, Laws 
and Regulations and Community Conservation. This would indicate a need for training in sociological skills 
as well as technical and legal skills. Skills in dealing with the community and involving them in protected 
area management are important, as well as skills in determining their needs and cultural practices, so as to 
avoid conflict wherever possible, and to ensure that their needs and interests are also being met. An 
important focus is promoting local participation in forest management through the strengthening of 
community rights, and social skills should be developed in the government services for forestry and 
protected areas.
 

Although the questionnaire did make respondents think differently about the job of a ProtLcted Area 
Manager, and made them more aware of the 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 priority was technical knowledge training, followed by management and 
planning. Although planning figured as a high training need from the gap analysis, technical knowledge was 
not among the highest needs, and management was generally the lowest. These are skills which PAMs often 
think about, however, and they are the skills for which training is very obvious. For many of the 
respondents, training in any skills other than these three was not obvious. This is due, in part, to their 
inexpcrience with any form of training other than formal wildlife training. Not all PAMs had received 
formal wildlife training, but they were all aware of it as a training opportunity. Given the lack of any in
service training programs, most PAMs had never given short courses as part of such a programme any 
thought. The idea of a mobile training unit, organized by the department, providing training to all field 
personnel, was a very new one. For this reason, when respondents were asked about further training 
requirements, they tended to list formal wildlife training (university or the Ecole de Faune in Garoua), in 
the skills mentioned above. During the discussions held after the questionnaire was completed, however, 
the idea of in-service training, in the form of short-term refresher courses was discussed and participants 
all felt that this would be the ideal form of training. It was more realistic, given the usual financial 
constraints on training, as well as given the difficulty of pulling people out of their jobs for lengthy training 
programs. 

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

The list of training opportunities for Congo is far from exhaustive. The Ecole Nationale des Eaux et For~ts 
at Musendjo was no longer operational at the end of 1992. A visit was made to both the Institut du 
Ddveloppement Rurale and the University of Brazzaville Bioloey Department. Neither training opportunity 
is currently being used to train PAMs. The former is aimed more at foresters and higher level technicians, 
and the latter is aimed at a much higher level of academic training. None of the training opportunities 
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include courses in policies and procedures for protected areas and conservation, nor include Legal training. 
It would be passible to adapt some of the courses available at these institutes/university to fit the 
requirements fir PAMs. Another possibility would be to use the training and technical expertise available 
as a resource in order to develop the courses required to bring PAMs to the necessary level, and to help the 
Direction d'Etudes et de la Planification and the Direction de ]a Faune et la Flore develop training programs 
for their staff. Other training opportunities could also be included in order to be able to develop the courses 
required for all skills and competencies. 

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

There will unquestionably be many training opportunities that have not been utilized, outside of the ones 
mentioned above. There are a number of resources in Congo, and people with expertise in a number of 
fields, that could be approached to help develop specific training programs. There are also unquestionably 
a large number of training opportunities that have not yet been assessed which could contribute to 
developing training programs. At present, none of these are being used. Forma, training tends to be abroad, 
and there is very little training going on in the country. Any training outside of the country will have very 
important budgetary constraints. Attempts must be made to identify opportunities within the country, and 
to develop training programs which will not prove to be an enormous financial burden on a Department with 
enough financial constraints as it is. 

i. What ldnds of training should be recommended? 

Based on discussions with Field Operation Directors and Field Associates as well as Protected Area 
Managers, it is obvious that there is much enthusiasm and 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 direction headquarters when field staff come to the 
capital. The recipients of these training courses should not only be protected area managers, or
"conservateurs". 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. 

Formal training has proven too expensive and logistically complicated and as a result, few people have 
received it. Its rarity has led to the belief that training is a ticket to an elite position in an office, high in the 
hierarchy of the service. 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 
- 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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This study recommends the creation of a professional training officer post within the Conservation Authority 
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 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 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 different 
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,Planning, Technical and Financial skills, and involve Resource Conservation, 
Interventions, Laws and Regulations and Community 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 "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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Sectio:, 3. Training Opportunities Assessment 

3.1 Introduction 

In addition to trying to assess the training needs for protected area managers in Congo, an attempt was made 
to assess the training opportunities in the country as well. This involved visiting existing training 
opportunities, and trying to identify opportunities which are not being utilized at present. Although some 
data was gathered on both these questions, it was not possible in the limited time available during the 
assessment to do an extensive study of either of the two questions. It is therefore necessary to continue the 
training opportunities assessment throughout the second phase of the PARCS project, in order to be able 
to compile an valuative list of training opportunities to be used both by protected area authorities and 
donors. 

3.2 Methods 

Based on responses given by PAMs and other people contacted during the assessment, the training 
opportunities mentioned were visited by the rep'onal manager, where possible. Most of the training 
opportunities, however, were out of the country, and in general fell under the category of formal training 
institutions. These institutions included universities and the Garoua Ecole de Faune in Cameroon. Two 
institutions mentioned, however, were in Congo. These were the University of Brazzaville, Department of 
Science and the Institut du Ddveloppement Rurale (IDR). Both have trained people who have then moved 
into the Ministry of Water and Forests. 

When these institutions were visited, contact was made with the administrative personnel as well as with 
professors and trainers. A tour was made of the facilities, although it was not possible to see everything at 
the IDR because they were not opened. The questions listed in the methodology were asked although all the 
information was not always available. 

3.3 Results 

Institut du Dveloppement Rurale (I.D.R.) 

This institute, which is responsible for training Congolese agronomists and foresters was established in 1975 
under the Ministry of Education. It is currently aided by the French Cooperation, both financially as well 
as technically. There are two teachers supported by the french cooperation. The institute has two courses, 
conferring a degree of "Ingdnieure agronome" and "Ingdnieure de travaux", the former having a duration 
of 5 years and the latter 3 years. To be eligible for either of the two courses, applicants must have a 
baccalaurdat and then pass the entrance exam. Participants in the long cycle (5years) are expected to write 
a thesis in their last year. 

About 60 students enroll each year. Most of them receive a scholarship from the government. Foreign 
students pay about 150,000 FCFA per year to enroll. Assessment isboth through exams and through in-term 
assessment. In general, about 60% of students reach their final year and graduate. 

The institute employs about 30 permanent training staff, and 20 are available through the ministry. Trainers 
have an "ingdnieur agronome" background, which is often accompanied by a doctorate. 

Courses given at the institute include agroforestry, silviculture, reforestation and forestry exploitation; 
fisheries and pisciculture; ethology, management of natural resources and hunting; economics; administration 
and accountancy; sociology and some general biology. Courses which are not included are community 
education and extension work and tourism. There is an attempt to include legislation and policy and 
procedures in the courses. 

A major problem facing the institute is decreasing funds each year, so that field work is being cut back. It 
is for this reason also that an entrance exam was established to limit the numbers of students enrolling in 
the courses. 
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In general, the institute is understaffed and underequipped, and is therefore running below capacity. With 
increased funds, many more students could participate. No short term courses are at present given at the 
institute, outside of the established curriculae, but the people contacted at the school said that there would 
be no problems with this in principle. In other words, the school would be open to possibilities of using the 
facilities for training outside of the two diploma courses given. At present, however, funds would have to 
come from outside sources, as well as training materials. 

Brazzaville University, Faculty of Sciences 

The University falls under the Ministry of Education and depends both on funding from the government and 
from the French Cooperation. Technical assistance (i.e. teachers) is also provided by the French and the 
Chinese government. 

The department with which contact was made was the Biology department. Students enroll in the "Maitrise" 
for Animal Biology or Plant Biology. The course work includes Animal Ecology, Plant Ecology, 
Ecophysiology, Ethology and "am6nagement du territoire". The courses include both theory, practical (lab) 
work and field work. About 7 people graduate per year. The students must attend a minimum of 3 modules, 
each with about 30 hours of course work. 

Teachers and professors have a minimum of a post-bachelors degree and most have attended university 
abroad. They must have a minimum of 15 years of experience, including their tertiary education (this figure, 
although quoted to me by the head of the department, seems rather high). 

A module in Protected Area Management has recently been added to the curriculum, but no student had yet 
elected to take this course. As a result, it will probably not be included in next year's programme. 

The department is seriously lacking in funds and equipment. Few students chose to enroll in Animal Biology 
and the employment situation for graduates is far from hopeful. As a result, the head of the department was 
quite pessimistic about the programme. Some of the most basic equipment, including books and periodicals 
was not available to students. Although not normally prepared to become involved in extracurricular 
programs, it may be possible to run short term training courses at the university if it will prove a way to 
help build up the capacity and equipment of the department. 

Donor funded projects offer an additional form of training, albeit not formalized, which in Congo have 
provided expertise to a number of protected area staff. The number of projects currently underway in Congo 
are providing specific on-the-job training to the project counterparts and staff. Although projects are 
generally not long-term and not all protected area managers get equal opportunities to profit from working 
with donor projects, those PAMs working in association with such projects have received informal training 
in a number of skills relevant to their jobs. 

3.4 Discussion 

The financial situation for both institutes visited could probably be considered representative of most training 
institutes in the country. The sources of outside funding are decreasing and the government is not able to 
provide all the funding necessary to run the institutes effectively. Both the IDR and the University Biology 
department are aware of what their needs are in order to run their courses efficiently, but these needs are 
not being met. Both could be effective sources of training, albeit formal and theoretical, for protected area 
managers, but they are not being used to their potential at present. In the future, however, these training 
opportunities could be used to develop specific courses for training in protected area management. They 
need not necessarily fall into existing curriculae and could be designed with very specific purposes in mind. 
Experienced trainers would be available as resources. It may be mor. cumbersome, however, to try to fit 
courses into these existing institutes, due to administrative and poli~icai considerations, and it may prove 
much simpler to run them completely separately. It is possible that t*,- institutes would be able to provide 
consulting-type services to develop the training expertise o" any out,ide orgaiiz: inn/institute/group actually 
doing the training. 
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This opportunities assessment is limited and it would be necessary to continue the assessment throughout
the second phase of PARCS in order to provide a more exhaustive list of training opportunities. There may
be other opportunities which are less obvious sources of training, and which may be more adapted to the 
needs in Congo. 

Expertise in legal aspects of protected area management, and international as well as national laws 
concerning wildlife, exists in Congo and there are people who could be contacted in order to help develop
short courses. This would be an important resource to draw upon for training as 78% of PAMs identified 
a training need in over 60% of questions about legal skills. There is also expertise in other aspects of 
protected area management available, and although much of this has not previously been tapped as a 
resource, it would be possible to do so, once contact has been made with the people concerned. 

Section 4: Recommendations 

Based on discussions with Field Operation Directors and Field Associates as well as Protected Area 
Managers, it is obvious that there is much enthusiasm and 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 idea. 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"conservateurs". 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. 

Formal training has proven too expensive and logistically complicated and as a result, few people have 
received it. Its rarity has led to the belief that training isa ticket to an elite position in an office, high in the 
hierarchy of the service. 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 ar.. 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. 

This study recommends the creation of a professional training officer post within the Conservation Authority
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 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 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 different 
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 
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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,Planning, Technical and Financial skills, and involve Resource Conservation,

Interventions, Laws and Regulations and Community 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 "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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A riexr I 

PROTECTED AREAS CONSERVATION STRATEGY (PARCS): TRAINING NEEDS ASSESSNIENT 
Four organisations, the African Wildlife Foundation, Wildlife Conservation International, World Wildlife Fund andBiodiversity Support Program are working together on a project called PARCS. 

ihe 
One of thc main aims of ihcproject is Ioidentify the skills required for the job of protected area manager and to assess the Iraining needs. 

To achieve this we have developed a chart of the typical skills (competencies) required to do the job of protccted areamanager. We would like you to assist us by doing two things: 

* to check the appropriateness of the chart to your job 

* to assess your current skill level for each componcnl of the chart 

Before filling in the questionnaire please read everything through very carefilly. This information will be confidential andwill be used to build up an analysis of the training requirements for each country in Africa participating in Ihe study. 

The attached chart has 17 columns and 12 rows. 

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

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

* The first column shows 'accountabilities and responsibilities' associated with each division A-K. Please add any furtheraccountabilities and responsibilities specific to your job by writing in the relevant compartment.
* Columns 2-17 show the competencies associated with your job in terms of knowledge (2-7), mental skills (8-1 1). social 

skills (12-14) and attitudes (15-17). 

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

KNOWLEDGE (columns 2-7) 

Knowledge has been grouped into four levels: 

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

non-routine situations 

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

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

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

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

eg. in E5: 

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

Such an answer shows us that the person completing the qucstionnaire agrees that in-depth knowlcdge is needed (4 in theleft hand box). By putting 3 in the right hand box the rcspondent has identified a training need. 
When you come to the bottom of each column please complete the compartmcn (I.) by showing which form of traininghas contributed most to your knowledge oif the subject in the column. These (a;icgotries coild inchid: Formal wihllifi'
training institutions (please specify with dates), Other training opport unitics (cg. workshops, seminars), In-scricc formal 
training (organised by your department), On-the-job training (skills learnt whilst doing your job). 
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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 each column 8-14 and fill in the boxes. 

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

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

eg. in F9: 

determining true causes of visitor 
dissatisfaction & behaviour (DN 

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

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

ATrITUDES (columns 15-17) 

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

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

In order for you to keep arecord of your completed questionnaires we are providing two copies of each section and ashelt
of carbon paper. The WHITE sheets (numbers 1,2, 3& 4) are to be returned after completion. You may keep all of theCOLOURED sheets. Once you have completed the que.tionnaire please carefully tear off the four white sheets and return
them in the enclosed addressed envelope. 

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

AWF "Sripport 
WC I VWF 

Biodiversity 

Program 
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KNOWLDGE 
Main Divisions at he Job i. Aceounnhility and Respnnlllllles 

2. 	 "|er'hnirnt(Wildlifef'lomriins) 

A Ensurc availability of a * Maximizing potential or allocated staff 
competent and well. Responsib le or identifying traitting need-. 
notivated stafr Responsihle for recorniicndation and 

appliction of disciplinary mcastrcs 

f1 	Insure appropriate Responsible and accouilinhlc for rnintenance, 
Infrastructure within repair, rehabili tt ion and coristruclill 
budget * Recommending addilional facilities 

C 	 Ensure financial and * Accountable and respoinsiblc for all revenue 
accounting integrity of the generaled and dishu-cennt (recerived from 
protected area teadquartcrs and receipts) 

.	 Responsible for accurate acrnunling 

) 	 Ensure development and * Accountable for development of annual plan
achievement of tactical and budct of prolected area 
plans and hudgels and * Responsible for working within the agreed plan 
contribute to protected ant budget 
area strategic planning . Identify strategic options in the protected area 

and contribute to strategic planning 

F 	Ensure that all activities - Accountable for enforcement of law aitd 

within the protected nrea regulatlon anti ensuring safe practices

comply with laws and through.ourt the protected area 

regulaions
 

F .nsure optimum levels of . Responsible for ensiring that the hig est levels 
visitor satisfaction of visitors services and practices under Iis/her

jurisdiction are maintained 
Sd 

G 	 ['Ensure agreed Intervention - Responsible for design, implementation, and 
(es. early burning, problem evaluation of intervention programnes to nicel 
animal control) conservnlion objectives in the protected area 
programmes arc compleed 
to budget and timelables 

1f 	Ensure harmonious * Responsible and accountable for design and 

relationships with Impementalion of a programme in achieve
 
neighbounng communities harmonious relations 


o Respotsible for for instilling acceptance by 
satafof the role of local contmunities in 
protected area mnnagement 

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

and timetables 

J 	 Represent the protected * Accountable for ensuring that the protected 
area and its interests In area is represented In every possible area 
public meetings Responsibic for ensuring that the information

available about the protected area is tip in tate 
* 

K 	 [Ensure an appropriate a Responsible and accountable for design and 
balance between resource Imp ementation of resource management / 
conservation and use in the protection strategies to meet protected area 
protected area conservation objectives 

a 	 Responsible and accountable for the 
preparation, approval, and implemenlation of a 
resource conservation management plan for the 
prolecled area 

I. "1raining received 

W 	 iki.ig kniswlcdtge ofr iifrsl rutrfre, ronstr.ction, sitings. naterial 
cc.	 L 

In-depth kntwl-ge of safe prnclices with respect in wildlife 0 E 2 
lit-drpth knowlcdge of ecrhniqucs of anli- onching [] [] 3 

hi.crplh knowledge of visitors' expectations - III / 

In.depth knowledge (if protected area infrastructure techniqurs. site
 
,esignand analy ,sis M
 

In.lcplh knowled.ge (if interaction between Inurist and local areas
 
C -1
 

In-depth knowledge of intervention needs, techniques and iniplications 

Working knowledge of extenston ntethodoloRgy E El 
Somc kriwledge of cultural and historical conest for the location of
 
protclted area El
 

Working knowledge of research methodologies El [l 

Working knowvledlge of the role of research in meeting conservation
 
otijectivcs ~y I
 
Up-to-date working knowlel ge of nil artivlies within the prot.eted
 
area []IZ

In-depth kno.lge of tte contest of the protected area in th. 
regitonal/n.tional,/gt,,al arena El El . 

In-depIh kno.lcdgc of I)itcs, locations, Irendls and requirements of 
Important natural and cuthral resources in the protected areai-- LJ I 

In-depth knowledge of t-rics locations, trends and requirement-; of 
Ithrealecncd and endemic fauna and flora and the key species of the 
ecrysten. 	 [] [ZEl 
Working knowledge of environmental impact analysis techniques 

Working knowledge of surveys and monitoring techniques El El 
(fierl lain rcrlciion/atils-siI) 
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.. Management 

Working knowledge of supervisory 

and personnel managemcnl skills 


Some knowledge of humai 
resources techniques and their 
application as appropriate (e.g., job 
evaluation or worth of job. salary 
structuring, training needs analyis_
Wokngkow-ledge of,: 
managing casual labourt.E D__ 

Working knowledge of principles of 
stock control and procurement

21f E 
Working knowledge of how to ap I 

preventative maintenance N 


ZZ2 

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

4. Planning 5. Legal 

Working knowledge of ,clehlthlitig Some knowledge of 
staff developmcr I & lirtctahle enploymenit laws 

1 
Working knowledge of job 
planning 

. D ' 

Working knowledge of financial 
planning 

pl0aning0 


Working kitowledge of plnning, 
hudgeting and control 

In-depth knowledge of patrol
planning needs ' 

[]
Z 

In-depth knowledge of Ichniqtes 
in developing long and shior-lerin 
visitor plans 

5visitors 

Working knowledge of project (job) In-dcelh knowledge of job 
itanagement| 2 Li planniiig E 

_________44 

In-depth knowledge of protected Working knowledge of how toarea vs people conflict ment devetop A commniy ronervniion2ap ri.-lan 

Working knowledge of the concept 
of public relations and methods of 
dcaling with the mcdiaZb'6 0 

Sonte knowledge of obligatory role 
(attendance) at meetings and 
awareness of activities around the 
protecled area expedient to attend 

Some knowledge of development 

of research plan for the proerled 

area 


Working knowledge of resource 
conservation management 
planning techniques and f 
methodologies [] "-
In-depth knowledge of 
how to develop and Implemer-u 
protected area manage.ntent iff 
ohjectives 
In-depthtknowlcdge of E 
how i)develop and main Itt 

i
 

proecefcd area nianagement 
7oning sytemL 

Sonme knowledgc of 
conlrarl law (for 
writiing contracts in 
subconircior) 

In-depih knoltedge of 
relevant laws antregt1 onsm(c g 
firearms. a,,e,, 
cha rgitig. timnian rightts) 

Working knomfege of 

contract law as 

applicaile io 
concessionaires antic 

ElO El 

In.Iepth knowledge of 
relevani laws and 
neg'itatinunis F 

Soie kno.lcdtge oflaws relaedit,
community 

In-depth knouledge of 
legal aspect oif 
collecling/c,,porling 

In-deplh knowledge of 
the legislation regarding 
protected areas 

47 -El 
Some knowledge of the 
laws tif slandcer and 
lihel /10l [] 

6. iee ures 7.,l1r-el'r7 tthmnrlnl/arentm lnng 

In-depih knoi.,lrdge of 
Mllff poliir,proccdiore, 

1 
In depth knowledge of 
nainienance / 
construction policies, 
procedtres and siandardl 
and procurement 
pr ,ctiren5Elen 

Workiti knnvlcdlge of Working knowledge of 
n w ed e o
r i g
n finn w ed eorW
accountig policy anI arrounting and principles of 

prced,res I 177Jinternal control 

Working knowledge of 
overall %iriegirsand 
direrlion oif his/her 

orga nis
a iion (nailrial
 
conservation plicv
 

In-depih kn.wlencce of 
politir and prroccdnres

5.3 E [] 

In.deph knowledge of 
.isilnr policies and 
procedures,,,,: ] 

in-depth knnwtentge of 
policits and procedures
rclaitd to ipitennngtint 

4Z1171 

In-depth knowledge ofpoicies mlid preucii.r.relalci ti iniuniiv 

Working knowledge of 
research polirirs and 
procclnireq r I 

IntdepIh knowledge of 
ie public relations 

policies procedures and 

E
 

Working kniwlcdge of
 
keeping records of tisilor
 
numliers and keeping
 
receip
 

60 1l El 

_____E_ 

\Virking knowledge of recordkeeping for financial httlgtrsrnirent inh'Cal 16 

fit.epith knowledge 
oIf recori s of resource tseor 
resources shared --bnolh 
financial and in-kind 
dim_rihutions 11 
Working knowledge of 
hutulgr & allocalinns for 

scarch activis 6. 

Working knowlelge of how 
to estimate cnslfor 
implementation of resnurce 
conservation mianngemen
plan rconticntlations 
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NIEN'I. SKIllIS 
M ain )I nisli I. Accni n la hilily a n d Respo n si ililirs '8. S i n I.i nns f th e . 0b 

I18. Ctinifprclensini 19. Problem Atialysis
,' igistic .,oil.tl'ilil) ofof.ia ,i,, p tetial of alltc,atcd Slaff IRcognisiig staff )etermining ca, cs (ofCoti, 1 ,Ielland wCl. , Insil. e Ir ideitwif)ing iiiilig iceds ptCnial advantcenentnwl-~ialed sla*(l poor perforna c andIt-1-1-111bC Y [ Porbchaviour Nfor rccvnimnlnatitons and N erna Yill'plicalit disciplinary .eou* Nof( nlcasurcs 

B Fnsure availability of Respoitsihle and accoutable fAr Spotting malpractices and I)lermining causes ofappropiate infrasiructure maintenance, repair and rchalilitalion and px)tcntial haards specific and trends on(within budget) consiruction Y N ] equipment and* Recommnctnding additional facilities infrastructure failures 
_-_ Y N 

5C flinsure financial and • , ccountalle and responsible for all Understanding financial Determining causes ofaccouitln' integrlty of revenue generated and disbursement implicaions of figures not reflecting thethc prote, led area area (rcceivcd from hcadqtiartcrs and receipts) information true situation 
. Respm)nsible for accurate accounting Y N E] YN 

1) Ensure devo patentr and Accfounatl fir dcvclopment of annual Understanding Determining true causesachieveent ofactical plan and builget of protected area implications of set of failure to achieve planplans and budgets and Rlcspniisible [(fr working within the agreed r.!jcctives including their and budgetcontribute ii procCted plau and iudgct feasibility Y N Earea stralcgic planning . icllify vilralegic optioi i in the proltcted Y N [ 
area and ciatrlihile to siralegic planning A0 

. Unsure that all activities * Accoiuntablc for ciforceineit of law and Undersianding Determining true causeswithin pt clricd area regulalioin and etistring safe practices appliabilitly of laws and of incidences and trendsCiitlnply ill I.is atid Iiritighlllt the prt'lcdiit area rrgulaltiins iI priectcd in incidencesreg,,land.i•. acas Y []N 

.5 
IF I i.tirc t)t tluitles cls *f I|tegnisille ftir ensuring tilat tire highest I ccoinising tie Determining true causesvisitor satisfactlion love s tof 'isiltirs services and praciices significance uftphysical of visitor dissatisfactiontinder his/her lmisilicliii are naiiainctl au statistical infrttiation and behaviour 

regarding visitor impct y NY Y'N/t E 
C Insure agreed l(cspliille f.r design. itptcinnliiain. Understanding )etermining causes ofinltctvellllln 1rgraiitis altd tsilualtillOf iltlciveniiiii prtigralnnlcs infirnatii that may lead deviation from intendedare c-tlitplcld it) iudgc totnice ctmilervalilil olljcctivcs in the in intervcniins results of interventionsand tinetailes prote-cied rea YNyY N Y, E_. 

If Finsure haiillnios • Resp.iiisihle ald accountaile for design UnIderslatidilig the Understanding underlyingrelaliislips with and tatpilctnlatttin of a prmgraniic io significance of statistical, causes of conflict both inncigh buring achieve harniuittous rclations physical, written and oral the long and short termcommunities ° Rcsrinsilhle for for instilling acceptance by infitrmalin relating to Y N El
staff iof the role of local corimunities in community-protccled area 
protcclcd area managenent links 2

lIe aware of research * Resonsihle and accountabltc f)r ensuritig UndcrslandinF Ihe )cenrmining causes ofactivities and progress that research prigrannine is implemented significance of research why research programmeagainst plan according to Ihe protctIed area findings and the function is not to timetable
I conse-vation objectives and timetables of research Y NOE] Y N M 

I.i Represent the protected - Arclitnlaule hr ensiring that the Understanding the letermining the causesarea and its interests in pruecced area is represented in every significance of points of adverse comments inpublic meetings ()sihle area raised during press and pressSRcsponsiihle for ensuring that the other tectings Y N
infoinial tn available about the protected Y N 
area is tip ii (laicitate 

K Insure an altlipralc ,-te Responolile and accountale for design Utderstanding itf Identifying andbalance between resource and inillilcinlatitn of resource day-to-day atd long term determining the causes ofciservitlikin and use in maiagemcni/protecliin strategies to meet inplications of the conflicts betweenthe lirotteccd area priiectcd area cmliservalion objectives protected area's protected area resource* Rsplinsiile and accouinlahle for thc management objectives conservation and use
pireparaiti, approval, and implctcntatiiin Y N E Y Nof a rso.urcc conscrvalii nmanagenent Recognising and Yplan for the prrttctd area understanding the

implications of potential 
envitonntcntal impacts of 
different activities 

Y Nu[-
I. Trainig received 
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FSOCIAl. KII]S 

10. 1I. Fi,!uaihl Iral!i) WriTen - -. 14. Working with others12. Oral 

D)eveloping n tlhejohl EVilitiing staff pcrtirnatnrc ('otiuselling staff Writing staff appraisals and Motivating staff 
ttnNg Y Y N Y N tItraining briefs Y N E3Y N YN YN--i 

creating adaptive %ointhins Deciding priorities and selecting (living clear instructionil Writing specification orders Gaining the cooperation of 
io iitfr.siructural problents (ront alternative courses of action to staff and ct.tllraclor% and instructions to third suppliers and 

Y N ED for ntaintenance and rcpair Y N [ party subcontractors 
N Y N [Li2YN jY 

I'.xplnittng tinantcial 
implitains It) seniti 

maiagcment and junior 
aiff 

Ilte.clnping opittits i0 Selecling priorities during budget l'rc.%ittittg plan and 

at tievc plans and budgets preparatittt process hudgct 

it igttt orchangig Y N Y N 


lavitg flesihitlity itt reacht l|tancig .tttd c,.aztttttg needs nf I plaining proper 
cttnilroni.mses whith respcti the ittJitell parties in spirit aid procetlrcs and 
,,lecilyes otf ite tim let r t tic Io, rcg,,lai itns to residents 

Y N Y N El and users of the protected 

24 '3 area ,Y E] 

)cvltping . ptiuns for IFvaluahiiir otptions and selecting (etiing protectcd area's 
ittmprotvtng visitttr anritittes courcs ofa ction regarding visitor pcrmpctIlvc across it) 
,,ithin mnits available setvtces visitorsYNYN 

Itesigning (contriltuting t St ltcting appropitate programmes iiviing clear instructions 
design) or adapting and evaluating their succc.s itn Iechniral intervention 
it rventlins to itect Y N F1 procedures 
specific needs -it N• "t Fo-1.5A' 39Y Li 

e)eveloping ideas for I)etcimng why certain l'resenling information at 
inproving cttmnnuntiy relatcd intiatives have a level approprate to 
ttntmnuntly/prtticcted area ahieved success target audience 

relains Y N. L YN 

Idc niifying oplurtunities IsValualig the results of research 
for for tic application of and their application 
research Y N LiY E 


D)cvlojtt u pithbit rclattons Selecting ttatertals appropriate Miaking fotrmal public 
materials eoral, written, for each nceting ipresentations and respond 
c1¢.) Y N [ ] o (Itc.stions 

Y N Li tnantiguouslyI .- Y N E 

Developing nietlhnds to 
achieve ntanagcmenil one 
objectives 

Y N F] 

I-reparing planning and 
budgct briefs Ior manager, 
justifying proposals 

Writing clearly worded 
notices and instructions 


Y N 


IPreparing interpretive 
naterials 

Writing clear reports 
explaining intervention, its uc c s ess, failure, etc. 

Y L] 

Iitsuring research reports 
are comprehensible for lay 
People YN, [3 


Preparing press releases 
Y N [] 

Selling plan and budget 
convincingly 

Y N I--

Gaining cooperation of 
wrong doers 

Y N [ 
3 

Dealing with dissatisfied
 
visitors
 

r
 

Gaining cooperation of 
local communities where 
appropriate 

Y N -

Ilaving cultural s"nsilivity 
Y N bl 

6 

Establishing positive 
relationships with 
researchers Y N ] 

Building up and 
maintaining network of 
contacts for information on 
allimportant/rlvant
meetings and events 

Working with local 
communities and other 
concerned parties 
during plan development 
and implementation 
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Ml.b ;,iin% (If tile 

A I 'isUi ,1o,8J,1lr.1 ,nt 
a c(iripicni arid wcll 
rllolivifcd stiffI 

11 1i's,.rc ,vivlahiloy ofl
appiprial¢ 

illfrf;l'. ill . c ~ lh iIIlrir ..irlli : iy i 

tiictg~iI 

( ,ic fiiiatI;l arid 
ail(lllling integritly of 
ihc prolhclcd area 
2:ca 

l) m.ciirrrdr v ir leiiiillf 
aind ;- hlruCnirieroni 
hi4 hirns aiid 
I....gclaind 
rliiirlhriric' Iii 


i 1i:1 ll"'I 

slllJfic~ plannlintg 

V 1Ilnsure IhIIr all 

airr lin 11ii 1ihile
Ir 
prtiltrciid arCa comply 
with laiv, arid 

itl;ii lii S 

f 	 Illiloc .lllollUii 

hlclck ,f visiti 

SIisfatrit'lli 


G 'niturc aJFccd 
iicirvenlirn 
perngriinrrcs are 
eruniilicit Ibi hudger 
and tiric lics 

II 	 lhnsiiie hailinUjus 
rCliiiisiilrps wilh 
icight Uringih 
co/llilliwillic$ 

Ciiiiiiiiriiiiei 

lie aware r)f rcsearch 
activities anrd progress 
against plan 

JI epreseril the 
priiccled area and its 
interests in puilic 

nic~lings~ ~* 

K I'nsurc an uppropriaie 
tralance helween 
rsiiiic ec coniscrvat rein 
aind Une in the 
iroltecd area 

[, 	 I rlillli fre rIl,,C 

1. 	 ,\rrmorinlilily idl Re~pin~ihilillr% 

* 	 Nf III I hi irIIAt,oif .iffiil/lll, .hicaied 
lt1esfxur.rii (ir iIceiidping Iraiill iccd 
Itcsfin$1hic lf ircroiHlcnlJiffaingand1 
ap lialiii of dcrwililriary iricasurcs 

I-

• ci{lon|siblc aild a~counlihble (itH
maintenance, rcjlir arid ichatiilit;lion and 

l~Iii~lllnsilco I%lt l ltlll iIG drltilc fura 

fcoiirircridirg adilionit facililics 

- Accouiolialc arid ic.%pofsubrle for all 
rcvcntlu. ge icralcd and disbrurscmient 
(received fromi hcadqjuaricrs and fcccip$) 

. tsninsilile f o atc-r lalc acciiririi lrig 

Acerrunilhlil fur dcvcoiitcnit aiiiiil 
* 	 plaI .I and birdpl if proi. led area 

1(Ls wnslnsilc ire wnlLini; wiihin Ihe agreed 
lir and Jrudgc 

* Intcillinfy "iien lcdl ijiririslli iII Ilic ploilc 
area and cinierihuic 1nll r;iiirli rc Ioi liralg gl( 

* 	 Acciunalblc for crifuncirreri of law and 

rcgiut.r i il anrd cr iriiing sate practiices 

ihroughlui Ire protected area 


ttesjv rirsIhic for eirlollnlrr tlat ihe hi t si 
Icvclls of viIrIrs scrviccs and pri ics 
undrce tirs/hcer juusdictrnuii arc n trtaincd 

Icsftinstile for design, iII picnicilittin, 
and evaluationr if inicrvcuirurn 
prograninrcs to nicct cinservatrion 
olijcclivcs in Ihi: ptiiiccier area 

I oespoi Ic arid acconunabletc fur design 
ard implerienrrrlr iao if a perigiraric in 
achieve harrlioliois rc ll ii% 
Resl lttlc [ fi llll ;¢cpal' i 
Ijesiniistblc for Instilng zrccepireie try 
staff of the role (if uocalcomnunities in 
protected area nraragcnrent 

• 	 rllrirnhlllc aid ccuiinlihlc fr cniuring 
that te.earcr pErogeamme is ilkniciIed 
according Io Ihc protected area 
conscrvalirri oljclivcs ani iniclalics 

Accountatble firr ensuring Iha Ithe 
protected area is reiresenied Ii every 
pssiblc area 

spoilsillc for cnuring Ihat Ih 
infirirralirn avairlable atirrui the prihtcted 
area is tip ito date 

* 	 Respoimnsible and accountable fior design 
and ilpicnrenraiir of rcsircircr 
nra rage-ticni/proict iri stratcgics I n e I 
prtctled area crinservaiion objectives 
, and accountable for theV1sfteinsitilc 

preparalin, approrval, and inplen i aironil 
of a rcmrirece conscrvatrirn Imranagement 
plan for tIre proitctlcd area 

A 1'111 UIIRS 

.15. Vrik Ihics 

Needs orjcClrcily iti appraimal 
and general staff dealings 

Ilnotir contractual 
.igrccnicnl in piril and lctter 

irirrhllntacua 

Instill; honeiy 

I Iincsty, tolcrant to crtters' 
PXilIls of view 

Must have an ripen mind to 
rcscarch indinri 

Must support role of research 
as a aIrC.poncni of protected 
area mantagenent 

I lonesly, Integrity 

Must nake clear when 
refpre enling the protected area 
ir a 1iersruiral view 

Must ncvtr criticize the 
_organisatrorn openly 

I liioufri conservation 
otjectives of resource 
niarragermirent plan 

16. Cummllmenl to 

Consen illon 

Needs to 
demonsIrale 
co)mmitment and
inslil commitmcnt 

in olhers 

Finding balance 
and understanding 
the needs of both 
conservation and 
the involved parties 

Needs to 
demonstrate 
commitment to 
conservation 

)emonstrated as 
absolute 

17. Community 

Attitudes 

Needs to 
demonstrale and 
instil understanding
of need for 

harmonious 
relationship 

Tolerance to others' 
points of view to 
minimize conflict 
between protected 
area &d others 

Needs to 
demonstrate blie,' in 
validity of includin; 
local communities in 
protected area 
management and 
enlepriscs linked to 
lounim 

Demonstrated s 
absolute 
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This diit indic~acs tlc Ioiocilhal attiludc.s ofl the job. All wi: require is that you answer the following questions: 
As a manager how do you insil: 

a. work cihies? 

I). commitment to conservation? 

c. healthy attitudes to adjacent communities? 

(If you need more space use blank sheet on the next page) 

LAN(;UAGES COMPUTERS
 
I)o you %rcaka lan uage understood by the local Do you use computers? If so, in what ways?
cUo.lu||ity adjace||lo your protected area?
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IRAININ(G PIl)RilI S 

IIaviligcuJ 11111.I:l d ihill tlis a hillpcifically of Ihie requirement l your job, what do you think are yonur, l llalill alld . ot 
l'.e ga Col.esiL I .aiiia WhatdiI tat ii do yoU titlik would he best thbe ini W h n I,11 at.am1g to addres needs (cg. formal, 

,kt. OLkill Il- jol, itl1hi
i . l.hs)? 

I. 

2. 

3. 

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

Department/Section 

.......................................................................
O rganisation
 

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

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

I t. "a : q years have you worked fir your dclpartnuic/organisatio|n? 

Ifapoilizable, how many yearb have you been inctharge of a protected area? 

What is(lhe consc valiun blatus of y tr protected area? (eg. national park, game reserve etc) 

What bionic is rt.t cl)rLCntaliv c olf the protected area under your management? (please circle) montane, savannah, 
tatine, aquatic, dry IhIuCsI, moist l0rest, desert 

Arc you male ED or ht.:male [ ? (Please tick appropriate box) 

PARCS REF No: Datc rceived: 
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Arnexe 2. 

Backround Information Sheets 

Discussions were held with as many protected area m.magers as possible, in addition to the assessment of 
training needs with the questionnaire. In many cases, one-on-one discussions took place during the 
workshops and interviews. These discussions helped the PARCS Regional Manager (RM) understand how 
well the participants grasped the issues in the questionnaire, and helped place the responses into a context. 
A number of questions about the reserve were listed and handed out to respondents.These questions were 
discussed, and in some cases written out by the PAMs. Responses to the questions gave an indication of the 
PAMs' familiarity with the protected area and its wildlife, as well as its status and management. The 
following questions were used as guidelines for these discussions. 

For each reserve:
 
Name of reserve
 
Size
 
Years in existence
 
Last change in protected status
 
Predominant habitat types
 
Governing institution/department (Ministry)
 
Funding sources
 
Source/type/amount of techn.cal assistance
 
Does the reserve have: protectection force? No. of emplyees
 

Biological monitoring programme? No. of monitors 
Community liaison programme? No. of employees 
Tourism programme? No. of emplyees 
Safari Hunting programme? No. of employees 
Research programme? No. of researchers 
Reserve-level training programme? No. of trainers 

Funding?
 
Other? (specify)
 

Are any of the above services provided by institutions or individuals not formally part of the reserve's
 
organization? Describe
 

Describe infrastructure present in Reserve
 

Personnel information at Reserve level:
 
Describe personnel structure (with organigramme if possible)
 

For each staff position, give number of persons, responsibilities and minimum requirements for hiring
 

Actual qualifications for each staff person in position
 

Need for more/different personnel and describe why
 

Need for more training, whom and why
 

Indicative information
 

Technical:
 
1. Are there endangered species in the reserve? What and where are they? By whom are they threatened? 

2. Does tourism have any impact on wildlife? 

3. Are there species present in the reserve that are important ecologically? Describe. 

Management:
1. What do you look for in hiring a good guard? 

What proceedure is followed if an employee is not working satisfactorily? 
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2. 	 What kind of contact do you have with the public? 

3. 	Do you personnaly write annual reports/program reports/budget reports/accounting/persomel supervision 
reports? 

Strategic Planning: 
1. Does the reserve have a management plan? How is it used? Is it effective? 

2. What plans/reports are regularly produced?
 

Legal:
 

1. What is the legal status of the reserve? 

2. 	What activities are illegal within? 

3. Is any extraction legal? Which? 

Financial: 
1. Are regular reports compiled? 

2. 	 Are procurement and accounting do; .: by the same or different people? 

3. 	Who must sign for disbursement/payments? How is it recorded? 

These discussions and written responses confirmed the results from the questionnaire assessment. Although
there are deficiencies in the skill levels, and lack of knowledge of key questions, in many of the areas
covered by the discussions, the respondents felt the least confident of their knowledge in Planning, Legal,
and Technical questions. They knew little about the specifics of the funding sources for the protected area, 
or the technical assistance. Yet their knowledge of the personnel structure and general mangement questions
within the reserve was quite good. 

The discussions enabled many of the respondents to see why the questionnaire had such a strong emphasis
on skills/competencies other than technical and mangement skills. They realized that as a protected area 
manager, they required skills/competencies in a large number of fields, and that they had received 
insufficient training in many of them. 



_ _ 

Anne~e 3: 

2.3.1 	 Data Collection Table: Questionnaires 
Congo 

METHOD 
2 3 4 5 6 7 TotalPOSITION 

1. Assistant PAM 4 	 4 

2. PAM 	 15 15 

3. Regional Manager 1 5 	 6 

4. FOD (for PAMs) 1 	 1 

5. FOD (for own job) 1 	 1 

6. Trainer 

7. Researcher 	 1I 
8. Field Associate 

9. Private Sector PAM 

Total 	 [I 3 [26 IT [ 29 

Total sample: n=29 

Methods: 1. Explain Questionnaire and fill out with Regional Manager nearby 
2. Explain Questionnaire and fill out in own time 
3. Explain questionnaire at workshop and fill out with RM nearby 
4. Consultant explain Questionnaire and fill out with consultant nearby 
5. Consultant explain Questionnaire and fill out in own time 
6. Consultant explain Questionnaire at workshop and fill out with consultant nearby 
7. Send out Questionnaire by mail 



2.3.3.a Respondents years in service
 
Congo 

,. 1-5 years 
6-0years3 

7 

esponse
 

No hcable 

> 10 years 
7 

Total Sample n = 29 (PAMS & Ass. PAMS combined: n=19) 

2.3.3b Respondents years as a PAM 
Congo
 

No response
11 

i> 0 years 

6-10o years 
2 

1-5 years 
5 

Total Sample n = 29 (PAMS & Ass PAMS combined: n=19) 



2.3.4c 	 PAMs' Measure of Agreement: PARCS validation score 
Congo 

Total % of combined scores of -1,0,1 Overall % accuracy 
Question score 

COMPETENCY No Question Competency
average 

Technical 1 100 91.0 
2 100 
3 100 
4 100 
5 88.9 
6 100 
7 100 
8 100 
9 73.7 95.3 
10 100 
11 89.5 
12 100 
13 89.5 
14 94.7 
15 94.7 
16 94.7 
17 94.7 

Management 18 100 
19 83.3 
20 100 
21 100 
22 94.1 
23 100 94.5 
24 94.7 
25 94.7 
26 94.7 
27 83.3 

Planning 28 100 
29 
30 

100 
84.2 

31 100 
32 100 
33 94.7 
34 100 92.0 
35 100 
36 42.1 
37 100 
38 89.4 
39 94.1 

Legal 40 
41 

36.8 
44.4 

42 100 
43 
44 

94.7 
89.5 77.3 

45 63.2 
46 94.7 
47 100 
48 72.2 

Policy
and 

49 
50 

94.7 
94.4 

Procedures 51 100 
52 94.7 
53 94.7 
54 94.7 94.7 
55 100 
56 94.7 
57 89.5 
58 89.4 

Financial 59 94.7 
and 60 94.7 
Accounting 61 94.4 91.9 

62 94.2 
63 88.9 
64 94.7 

Total sample: n-29 Asst PAMs & PAMs combined: n- 19 



2.3.4d Own score validation analysis: Knowledge average scores 
Congo 

COMPETENCY Qs Box PARCS AverageCountry
Score n=4 n215 n26 n!1 

POSITION 
n=l n- n=j n nn-

Technical 

Management 

Planning 

Legal 

Policy
and 
Procedures 

Financial 
and 
Accounting 

1 
2 
3 
4 
5 
6 
7 
8 
9 
0 
1 
2 
3 
4 
5 
6 
I7 

8 
9 
0 
1 
2 
3 
4 
15 
6 

_7 

8 
9 
0 
1 
2 
3 
4 
5 
6 
7 

18 
19 

40 
,1 
2 
3 
4 
5 
6 
7 
8 

19 
i0 
i1 
i2 
3 
4 
5 
6 
7 
8 

9 
0 
1 
2 
3 

14 

B 
E 
E 
F 
F 
F 

G 
H 
H 
I 
I 
J 
J 
K 
K 
K 
K 

A 
4 
A 
B 
B 
F 
G 
H 
1

J 

A 
B 
C 
D 
E 
F 
G 
H 
I 
K 
K 
K 

A 
B 
E 
F 
G 
H 
I 
J 
J 

A 
B 
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Total sample: n -29 Asst PAMs & PAMs combined: n  19 



2,3,5,ai PAMs gap analysis relative to PARCS
 
Technical Knowledge: Congo 
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2,3,5,a2 PAMs gap analysis relative to PARCS.
 
Management Knowledge: Congo 
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2,3,5,a PAMs gap analysis relative to PARCS,
 
Planning Knowledge: Congo 
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2,3,5,a PAMs gap analysis relative to PARCS
 
Legal Knowledge: Congo 
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2,3,5,a5 PAMs gap analysis relative to PARCS
 
Policies 2 Procedures Knowledge: Congo 
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2,3,5,a6 RAMs gap analysis relative to PARCS.
 
Financial Knowledge: Congo 
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2.3.5d PARCS score gap analysis: Knowledge average scores 
Congo 

Average POSITION
 
COMPETENCY Qs Box PARCS Country 1 
 jni ITI 

No. No Score /Org. 1 	 n1 81FFI IScore n=4 n215 n!6 n!1 n!, n n71 n n 

Technical 	 1 B 3 0.95 1.3 0.9 0.2 1 0 1 
2 E 4 1.21 1.5 1.1 0.8 2 0 1
3 E 4 1.32 1.8 1.2 0.7 2 0 2
4 F 4 1.37 1.5 1.3 0.5 2 1 3
5 F 4 1.26 2 1.1 0.5 1 3 
6 F 4 1.32 1.5 1.3 0.7 2 1 3
7 G 4 1.21 1.5 1.1 0.7 2 2 1
8 H 3 0.42 0.5 0.4 0.7 0 1
9 H 2 0.11 0 0.1 0.2 1 0 0
0 I 3 0.74 1.3 0.6 1 2 0 1 
1 I 3 1 1 1 1.3 1 	 0 1 
2 J 3 0.74 1 0.7 0.3 1 0 1
3 J 4 1.84 1.5 1.9 1 1 2 2 
4 K 4 1.84 2 1.8 1.8 2 1 2
5 K 4 1.74 2 1.7 1.3 3 1 2
6 K 3 1.05 1.5 0.9 1 2 0 2 

17 K 3 0.84 1 0.8 0.3 1 0 2 

Management 	 8 A 3 0.74 1.3 0.6 0.5 1 0 1 
9 A 2 0.22 0.3 0.2 0.3 0 0 0
0 A 3 0.95 1 0.9 0.7 1 0 1
1 B 3 1.13 0.8 1.3 0.8 1 0 1
2 B 3 1.18 1 1.2 0.8 1 0 2 
3 F 3 0.89 0.5 1 0.8 1 0 2 
4 G 3 1.21 1.8 1.1 0.8 1 0 2
5 H 4 1.63 1.8 1.6 1.5 2 1 3
6 J 3 1.05 1.8 0.9 1 1 1 2 
7 _ . 2 0.28 0.3 0.3 0.2 0 0 0 

Planning 8 A 3 0.89 1 0.9 0.3 1 1 1
 
9 B 3 0.95 1 0.9 0.5 1 0 1

0 C 3 1.11 1 1.1 1 1 0 2

1 D 3 1.05 1 1.1 1 1 1 2
 
2 E 4 1.74 2.3 1.6 1.5 2 1 2

3 F 4 1.74 2.3 1.6 1.8 2 1 3
 
,4 U 4 2.11 2.5 2 1.5 2 1 2

5 H 3 1.17 1.5 1.1 0.8 1 1 2
 
6 I 2 0.32 0.3 0.3 0.3 0 0 1
 
7 K 3 1.11 1 1.1 1 1 1 1
 
8 K 4 2.05 2.5 1.9 1.5 2 2 3
 
9 K 4 2.24 2.3 2.2 1.7 2 1 3
 

Legal 	 0 A 2 0 0 0 0.2 0 0 0
 
1 B 2 0.39 1.5 0.4 0.2 0 0 0

2 E 4 1.05 1 0.9 0.8 2 1 1
 
3 F 3 1.16 1.3 1.2 0.7 1 1 2
 
4 G 4 0.84 0.8 0.7 1.2 1 2
 
5 H 2 0.63 2.5 0.6 0.2 0 0 0

6 I 4 1.47 1.5 1.2 1.7 1 3

7 J 4 1.26 0.8 1.2 1 2 	 2 2 

_8 J 	 2 0.78 2 0.8 0.7 0 1 1 

Policy ,9 A 4 1.95 2 1.9 1.7 2 2 2
and 50 8 4 2.56 2.8 2.5 1.8 2 2 3
Procedures 	 i1 C 3 0.68 1.3 0.5 0.8 1 0 1 

i2 D 3 0.84 1.3 0.7 0.5 1 1 2 
3 E 4 1.95 2.5 1.8 1.3 2 1 1 
i4 F 4 1.95 2 1.9 1.3 2 2 3 
5 G 4 2.11 2.3 2.1 1.5 2 2 2
6 H 4 1.79 1.8 1.8 1.2 2 2 2 
7 I 3 1.11 1 1.1 1.2 1 1 1 
;8 1 4 2.05 2.5 1.9 1.8 22 2 3 

Financial 	 i9 C 3 1.26 1.3 1.3 1.2 1 0 2 
and 	 50 C 3 0.68 0.8 0.7 0.2 1 1 2
Accounting 	 i1 H 3 1.22 1 1.3 0.8 1 1 2 

i2 H 4 1.89 2.3 1.8 1.4 2 3 33 I 3 1.39 1 1.5 1.4 1 	 2 2
i4 K 	 3 1.42 1.5 1.4 1.2 1 1 2 

Total sample: n-29 Asst PAMs & PAMs combined: n- 19 



2.3.5.f Frequency of which a Gap of 1,2 or 3 for Technical Knowledge was Identified 
with respect to Biome 

_ BIOMES 	 / 
Question# A# F 	 0O R D S W x 

1 2 3 	 1 2 3 1 2 3 1 2 3 1 2 2 3 
, I I I , I I I I I I I I I I I 

' : : : : : 7: 2 0 i 3 0 0 3 : ' 0 
I I I I I I I 	 I I I I I 

2 	 a , a : , 41 4: 0 31 1' 0 2: 3: 0 : 
I I I I I I I t I I I I I I I I 

3 , a , : , ' 11 7: 0 , : 4 : 0: 0 1 , 3: 0 : 
t I I I t I I I I t t 

4,: SI a a : , 6 2 0 ,I 11 I 3 0 0 1 4 I 1 I I 

5I 	 ' I ' 55'0 o : 4 0:0 20 2 0I I I I I 1 I 1 I I I I 1 
6 [ ,' , '5 ', 3 , 1 "' 2, 1 ', 0 2)' 1 ', 1 ' 

1 1 I I I - I 

7 ' I 	 , I 5 3 0 : 4 00 1 4 :0 
a : : : I I I I I I : : : 

8 , , , : : : : 4: 0: 0 I 1:1 0: o 3: 0: 0 : 

9I I I : 1 I I II II I :: :: 2 : o0II 0: 
I0 ]l ' : ] : : 6 0 0 ' 3 ): ; - 2 0 

SI I I I f I I I t
i: 	 3II i : : [ : : 6 0 0 0 3 2 0 

-: 	 I I I I ! I : : I 3:):) 2 :0 

7: QI ' 3: : : :0 

I : I I I t 	 I 

I : I I I I 	 ;' , : : : : I I 4 6	 1 
"I : 	 I I I I I I . - I 'i I ' i : I 

' 5I 2 1' 1: 3 I 

552 0 	 D___ )_ 5 

- ,,, , , , , , 4 l i0'I 2- 0 1 4 , 0, , 

Total sample: n=29 PAMs and Assistant PAMs combined: n= 19 
A=Aquatic F=Dry Forest M=Montane O=Marine R=Regional/National 
W=Mojst Forest X=Trainer D--Desert S=Savanna 



2.3.6a Validation analysis of Mental and Social Skills
 

PAMs Yes responses: Congo 
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2.3.6b Validation analysis of Mental and Social Skills 
PAMs Scattergram for 'NO' responses: Congo 

MAIN 
DMSIONS 810 

COMPETENCY 
(% of respondents) 

il i 12 13 14 

A 

B 

10.5 

10.5 

21.1 

5.3 

10.5 

15.8 

5.3 

33.3 

5.3 

15.8 44.4 

C 33.3 23.5 10.5 

D 

E 

21.1 26.3 

5.3 

11.1 

36.8 

10.5 31.6 

5.3 

15.8 

47.1 

F 

G 

H 

26.3 

5.3 

15.8 

15.8 

15.8 

38.9 

>1.1 

5.3 

27.8 

10.5 

16.7/ 

21.1 

31.6 

11.1 

1 15.8 21.1 31.6 31.6 17.6 15.8 

J 15.8 21.1 15.8 5.3 16.5 16.7 10.5 

K 21.1 15.8 10.5 5.3 

Total sample: n=29 Asst PAMs & PAMs combined: n= 19 

6 



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

COMPETENCY 
MAIN (cumulative score of all 1&2 responses) 
DIISIONS 8 9{ 10 11} 12 13j 14 Total 

A 13 10 6 11 6 12 7 65 

B 9 7 10 13 6 14 13 72 

C 10 13 23 

D 14 10 11 10 12 11 11 79 

E 1 8 5 8 10 5 12 49 

F 9 9 12 11 3 12 11 67 

G 7 9 12 14 4 5 5 56 

H 8 13 8 8 9 8 54 

1 9 11 11 12 8 10 61 

J 5 12 12 11 t0 8 11 69 

K 11 7 12 5 35 

Total ][ 96 f 109[ 99( 98f 60[ 75] 9[ 630 

Total sample: n=29 Asst PAMs & PAMs combined: n= 19 

L1
 



2.3.8a PAMs Methods To Instill Work Ethics
 
Congo
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Total Sample:r=29 (Ass PAMs & PAMs:n=19) 



2.3.8b PAMs Methods To Instill Commitment to Conservation 
Congo 
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Total Sample:n=29 (Ass PAMs & PAMs:n=19) 



2.3.8c PAMs Methods To Instill Healthy Attitudes to Adjacent Communities 
Congo 
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2.3.9. PAMs Language Skills
 
Congo
 

26% 

74% 

Language skills
 

E] Blank responses
 

EYes responses
 

Total Sample:n= 29 (Ass PAMs & PAMs:n=19) 
-U 



2.3.10a PAMs Computer Skills
 
Congo
 

......... .
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74% 

Computer skills 

[ Blank responses 

Z No responses 

Total Sample:n= 29 (Ass PAMs & PAMs:n=19) 



2.3.12 PAMs training received: 
Congo 

Competencies 

2 

Formal 
wildlife 

U 

TYPES OF TRAINTNG 
(Dot if training has occurred) 

Formal In On-
Other Service the-job 

in U 

Other 

U 

(a) 
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U 
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U 

U 

U 

0U 

• 

7 U U U 

(b) 

Mental and 
Social Skills 
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10 

1 
12 

U 

U 

U 

U U 

U 

13 U U 

14 U 

(c) 15 x 

Attitudes 16 

17 A 

U 

P 

Total sample: n=29 Asst PAMs & PAMs combined: n= 19 



2.3.12d PAMS years since wildlife training recieved 
Congo 
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Total Sample n = 29 (PAMS & Ass. PAMS combined: n=19)
 



2.3.12.f. Frequency at which training has contributed to PAMs skill level. 
Congo 
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Total Sample: n=: 29 (Ass PAMs & PAMs: n=19) 



2.3.12.g.2 PAMs training that has contributed most: n-6-10
 
Congo
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Total Sample n=29 (PAMs & Ass PAMs n=19) 

9 10 

Competency 

11 12 13 14 15 16 17 

Form of Training 

Do 

Eli 

VIF/o 

[ F/wI 



2,3.12.g.3 PAMs training that has contributed most: n>10
 
Congo 
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Form of Training 
91o
 

0 ,
0-M M li 
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 RI F/w 

,JotalSample n=29 (PAMs & Ass PAMs n= 19) 



2.3.12h Greatest training needf; identified by gap analysis for PAMs & asst PAMs 
Congo. 

MAIN DIVISIONS 

__ 

COMPETENCIES 

Knowledge (Gaps 2 or 3) 

2_______3J 4] 5IIiI~i.!61 
Mental & Social skills (Scores 1or 2) 

101 11] 121131 14 
j ° L4... 

-t 
A Staffing 0 0 0 0 0 o 0 o 0 > o 
B Infrastrucure 0 o 60 . o 0 o 0 0 
C Accounts 0 * 0 0 0 
D Tactical Plans 0 0 0 0 O0 0 
E Laws & Regulations o C: 0 O o o 0 O 

F Visitors 0 o 0 0 * o 0 0 0 0 
G Interventions 0 0 0Q 1 0 0 0 0 

H Comm Conservation 0 0 o 0 Q I 0 

I Research a 0 o 0 0 0 0 0 0 
J Public Relations 0 0 0 0 0 0_0 
K Resource Management 0 0 0 a o 

Total sample: n=29 Asst PAMs & PAMs combined: n= 19 



2.3.12i Training priorities for PAIs & Asst PAlAs 
Congo. 

MAIN 
DIVISIONS 

A 

B 

C 

D 

E 

F 
G 

2[ 

11" 

1 

3] 

1/* 

Knowledge 

4J 
1/* 

11" 

5] 

CO 

61 

IPETENCIES 

7 8f 9 

Menta- & Social skills 

10 111 12 13 14 

H 1 

I 

ToaI sample: n=29 Asst PAMs & PAMs combined: n= 19 

* Indicates areas of overlap with gap analysis 


