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EXECUTIVE SUMMARY 

ETHIOPIA 

TRAINING NEEDS AND TRAINING OPPORTUNITIES ASSESSMENTS 

Introduction 

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

Traditional training institutions and programmes for PAMs in Africa have not kept pace with the increasingdemands on effective protected area management. The PARCS (Pro,!cted Area Conservation Strategy)
project seeks ways to facilitate the process of addreszing training needs in skills which PAMs themselves 
recognise a deficiency. 

The PARCS training needs and training opportunities assessment addresses two questions: (i) 'What isneeded 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 PAMsT' 

A questionnaire was designed to gather data on the skills required for protected area management and levelsof skills PAMs currently possess. Differences between skills needed for the job and those actually possessedare recognised as a training need. Further information on training ndes and training opportunities were
obtained through interviews with PAMs and their supervisors. 

Training Needs Assessment 

Within the Ethiopian Wildlife Conservation Organisation (EWCO) there is no detailed training programmefor PAMs. Formal, wildlife institutional training is provided for newly recruited and experiencedintermediate staff at the College of African Wildlife Management College at Mweka in Tanzania. In most cases the diploma obtained supplements a diploma or degree alrady held. EWCO does not have a 'trainingplan" which is designed to ensure that all protected area management staff are traired in the fields
appropriate to their present responsibilities. 

Nine PAMs, one Field Operations Director (FOD), one researcher and two field associates completed
questionnaires. 

Analyses of questionnaire data provided the backbone of the training needs assessment. The levels of skillsrequired for the job (as set by PARCS2 in the questionnaire) were first validated to ensure that thequestionnaire truly reflected the scope of responsibilities held by PAMs in Ethiopia. Training needs for eachskill/competency were determined by a 'gap analysis' which compared PAMs current skill levels with those 

A training plan is defined here as astructured programme that operates ina pre-set timetable to ensure that all protected 
area management staff receive adequate and appropriate training prior to assuming their po0L.. It also provides
professional development and refresher courses regularly and monitors and evaluates training programmes undertaken. 

The PARCS' team of consultants set knowledge levels based on their own experiences in protected area management in 
Africa and on comments and opinions from both government and NGO management professionals. 
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PAMs identified training needs in the following general areas: 

Knowledge Skills: Policies and Procedures 
Finance/accounting 
Planning 
Legal 
Technical 

Mental and Social Skills: 	 Problem Analysis
 
Evaluation
 
Written
 

The main divisions of the job where training needs for knowledge skills were identified included: 

* Awareness of research activities and progress against plan
* Ensuring harmonious relationships with neighbouring communities
 
* 
 Ensuring availability of a competent and well-motivated staff 
* Ensuring optimum levels of visitor satisfaction 
• Representing the protected area and its interests in public meetings 

The constraints on PAMs meeting their job responsibilities inchde a severe manpower shortage and lack
of funds for operational activities. The lack of previous approriate training is also important. EWCO stafffeel that a well structured in-service training programme would address many of the organisation's trait .ngneeds, but EWCO will continue to need support to send members of staff to formal training institutes. 

FODs' training needs were identified as: 

* Strategic planning
* Development of, and compliance with policies, procedures, and standards

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

It was felt that in-service training for 	senior management staff would be an appropriate way to 	build
knowledge-and skills in th.se areas. 

Training Opportunities Assessment 

No institutions in Ethiopia address any overall protected area management training needs of PAMs. There may be some opportunities to address specific needs by attending courses run by development agencies or 
the private sector. 

Reconunendgtions 

* Formal Trainiqg 

Emphasis should continue to be placed on sending EWCO staff to Mweka College to receive formal 
training at the diploma and post-graduate diploma levels. 

" In-service Training 

Recognising that at present Mweka does not meet adequately all the needs of EWCO, theorganisation should plan to supplement these gaps through an in-service training programme. Such 
a programme would consolidate the present staff's experience and it would also provide an
opportunity to introduce new skills into the organisation at several levels, ie both for PAMs in th,
field and for headquarters staff. The results of the PARCS survey could form the basis for 
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designing an in-service training programme which might include the opportunity to attend shortcourses run by other organisations within the country, but more importantly to run courses within 
EWCO. 

Higher degrees 

Some EWCO staff would like to continue their career development by undertaking amasters degree.This would be appropriate provided the specific skills which would be learned reflect the needs ofthe organisation and would help EWCO to reach specific objectives. The development of a moredetailed training plan would allow EWCO to set training in the context of its future activities andits role in protected area management in Ethiopia. In the past EWCO staff have gone to Europe formasters studies, but openings in Africa should be considered as such courses may be more relevantas well as less expensive. Another cost-effective option, which could be explored, is for EWCOstaff to enrol on acorrespondence course to attain amasters degree. Altheugh working in this waytowards adegree requires considerable self motivation and discipline, it might be suitable for some
staff members. 

* Regional governments and training needs 

As the newly formed regional governments consolidate the roles of their natural resources bureaux,anew cadre of people responsible for the management of wildlife and natural resources will becomeestablished. EWCO's relationship with these bureaux iscurrently being defined and it may be thatmore EWCO staff are assigned to iegional posts. This has implications for training within EWCO,but also raises the question whether there would be advantages in developing some joint in-servicetraining courses for EWCO and regional staff. The area of community conservation could beparticularly relevant to this, as well as the development of integrated conservation and development
plans. 
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SECTION 1 

PROTECTED AREA CONSERVATION STRATEGY (PARCS) 

1.1 THE APPROACH 

1.1.1 Africa's system of National Parks and Protected Areas constitutes one of the most importantsafeguards of the continent's rich biological diversity. Protected Area Managers (PAMs), thedecision makers in the field, play 	a critical role in the overall functioning of these areas. Inrecent years numbera of observations on factors constraining effective Protected Areamanagement, drawn from experiences in the field, have been made. They include: 
a The job of a PAM is becoming an incr-isingly more complex task, i-equiring technical skillsrelating 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 withthe increasing demands of the PAM's job. 
c Courses offered at leading wildlife institutions are often too theoretical, academic, broad

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

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

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

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

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

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

1.2 THE PROJECT 

1.2.1 In light of the above the PARCS project seeks to address two questions: (i) what is needed inrespect of Protected Area Manager training to enhance the conservation of Africa's ProtectedAreas? and (ii) what can be done to provide this training for PAMs? (ii) what steps can PAMsthemselves take to identify and design pilot educational efforts that respond to their needs? 

This is to be dJone by: 

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

b 	 facilitating the development and establishment of a pilot program in each of the three 
regions to implement recommendations from the needs assessment 

c 	 collaborating with PAMs in the development of a broad series of recommendations for 
training Protected Area management staff 
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1.2.2 	 The PARCS project is envisioned as a multi-year activity. During the first year (Phase 1)an indepth assessment of training needs, priorities, etc., was completed in each region. Specifically,
for PAMs, the assessment was designed to:
 

a assess skills needed for effective Protected Area management
 

b assess present skill levels
 

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

d assess training needs of PAMs 

e identify constraints to adequate and effective training 

f identify the institutions and programmes presently used for training 

g identify potential opportunities for relevant training 

h identify potential activities to evaluate appropriate training methods 

1.3 	 OVERARCFIING QUESTIONS 

1.3.1 	 Data generated by the training needs and training opportunities assessments was used to answer 
a suite of overarching questions which addresses the main points outlined in Section 1.2 above.
These questions are listed below and are divided into broad, general categories of enquiry each 
with a sub-set of subordinate, specific ones. 

1.3.2 The Questions
 

1.3.2.! What are the responsibilities of a PAW.? Are these responsibilities universally recognised?
 

a What are the descriptions and understandings of tne 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 PAM changed over last 20 years? 

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

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

a What are the overall constraints? 

b What is the importance of training in overcoming constraints? [as in 1.3.2.11 

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

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

b Are there differences between biomes in the technical knowledge of PAMs?
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1.3.2.4 	 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? 

a What is the existing training that has been received by current PAMs? 

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

c Does training received cover all major requirements? 

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

1.3.2.5 	 Assessments of Field Operations Directors (FODs)
 

a What are the responsibilities of senior management positions (i.e. FOD)?
 

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

c What are FOD training priorities?
 

1.3.2.6 	 What further training is required? 

a Where are the biggest gaps per-eived by PAMs between self-evaluated skil!s and those 
required for the job? 

b Where are the biggest gaps perceived by others? 

c What are the constraints to training? 

1.3.2.7 	 What present programmes could be restructured/enlarged to include training opportunities for
 
PAMs?
 

1.3.2.8 	 Are there other appropriate training opportunities that have not been utilised? 

1.3.2.9 	 What kinds of training should be recommended? 

1.4 	 THE PROCESS 

1.4. 1 	 The PARCS project is managed by the Biodiversity Support Program (BSP) and implemented by
a collaborative group of 	three NGOs: The African Wildlife Foundation (AWF), WildlifeConservation Society (WCS), and World Wildlife Fund (WWF). AWF is the lead organisation
in east Africa, WWF leads PARCS in southern Africa, and WCS has assumed lead responsibility
in francophone central Africa. 

1.4.2 	 Funding for PARCS comes from the 	Bureau for Africa of the U.S. Agency for International
Development (AID). Supplementary funding has been provided by WWF, with AWF, WCS and
WWF contributing staff time to the project as well. 	 Furthermore, each of the collaborating
organisations is drawing from its expertise and experience with related ongoing activities in the 
field, to enhance the PARCS assessments. 
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1.4.3 	 The PARCS project is led by a U.S.- based core team consisting of Kate Newman of BSP,Cynthia Jensen of WWF, and Amy Vedder of WCS. Regional Managers representing AWF
(Deborah Snelson), WWF (Michael Dyer) and WCS (Annettte Lanjouw) conducted the PARCS
assessments in the field. Barbara Pitkin of BSP coordinated the 	 overall activities of thecollaborative group whilst Deborah Snelson provided field coordination of PARCS activities from
the AWF office in Nairobi. Data analysis was carried out by Vitalis Wafula and David Sumba 
of AWF. 

1.4.4 	 The methodology for the PARCS assessment was developed during a four-day workshop in
Nairobi in August 1992. The workshop was facilitated by Peter Woolf of Price Waterhouse, and
attended by Barbara Pitkin, Michael Dyer, Annette Lanjouw and Deborah Snelson. 

1.4.5 	 After .,ie workshop, the methodology was reviewed by a number of key member- of the
conservation community in Kenya and Zimbabwe and a sampling of wardens from several
African countries. The Regional Manager in southern Africa conducted a trial assessment of
training needs in Malawi between 13 September and 2 October 1992. The methodology was alsoreviewed by the core team in late September and amended in light of those reviews (Biodiversity
Support Program 1993). 

1.5 	 GOAL OF THE METHODOLOGY 

1.5.1 	 A questionnaire approach was adopted for the necds 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 (see annex I) 

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

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

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

1.5.2 	 A strength of the questionnaire is that it is not just a means of gathering information, but it is 
a training tool in and of itself. The process of leading the PAM through the questionnaire was
designed to stimulate thought and discussion on the important facets of Protected Area
management - the questionnaire may well have influenced the way some PAMs look at their jobs
and their role in managing those Areas. 

1.6 	 TARGET GROUPS 

1.6.1 	 The primary target group for the PARCS assessment is the Protected Area Manager, the highest
ranking manager on-site in a Protected Area. Across the many countries in the PARCSassessment, 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 was necessary to carefully examine organisational structures and 
job descriptions. 

1.6.2 	 In some countrie, problems in Protectcd Area management may be a result of individuals who,at the directorate level, have little experience in such fields as management and planning. Hence,
in countries where the PARCS Regional Manager and his/her core team representative deemed
it possible and desirable, the assessment broadened to include the level of management above the
PAM, i.e., Field Operations Director (FOD) at departmental headquarters. 
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1.6.3 	 It is also recognised that in many cases the job of PAM will eventually be illed by individualsimmediately below this level (depending on organizational structures and the procedures of the
organization). The Regional Manager and his/her core team representative may therefore have
decided to include in the assessment, individuals directly below the PAM. In Tanzania, for
example, there are senior wardens, wardens, and assistant wardens, so assistant wardens may
be included in the assessment. In countries such as Zaire, where there are rarely managerial
positions below the PAM, lower levels would not be included. 

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

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

b Protected Area Manager (PAM);
 

c Officers senior to PAMs, and other individuals who have recently worked as PAMs 

d Field Operations Director (FOD) 

e Trainers/lecturers at wildlife institutions where PAMs receive training 

f Research Officers 

1.7 	 TARGET COUNTRIES 

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

1.7.2 Practical realities, however, 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 thisdocument. Limited assessments involved 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.). 

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

a government cooperation 

b USAID cooperation (for those countries being assessed with USAID funds) 

c civil wa'/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
 

1.7.4 	 A preliminary categorization of countries was made. This was as follows: 

EAST AFRICA 
In-Depth Assessments: Tanzania (including Zanzibar), Kenya, Uganda, Ethiopia
Limited Assessments: Somalia 
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CENTRAL AFRICA 
In-Depth Assessments: Cameroon, Congo, Rwanda, Zaire
Limited Assessments: Burundi, Central African Republic, Gabon 

SOUTHERN AFRICA 
In-Depth Assessments: Bostwana, Malawi, Zambia, Zimbabwe
Limited Assessments: Mozambique, Republic of South Africa (training opportunities 

assessment only) 

1.8 	 PRELIMINARY GROUNDWORK 

1.8.1 	 Regional Managers arranged an initial meeting with a senior official, usually the Director, atDepartmental headquarters. If there was a person responsible for training stationed atheadquarters that person was also contacted. The initial meeting could be simply an informal 
one where the Regional Manager describes the PARCS project and requested information to be
collected and appointments to be made in preparation for a more formal meeting. 

1.8.2 	 At the formal meeting at headquarters, the following sorts of infoi mation was gathered: 

a 	 organizational structure for the whole Department and, if available, for individual Protected 
Areas 

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

c training records 
d in-service training programs (how often provided? who plans them? numbers of staff 

attending courses? financing? etc) 

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 Departmental training officer3 (job desciptions?) 

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

1.8.3 PARCS was intended to be conducted in an adaptive way, reflecting the needs and wishes of 
government programs and interests in training. The government (Department) was thereforeinvited to plan how PARCS was conducted for its country. At the formal meeting at HQ abriefing was given on how the PARCS assessment could be administered. 

1.8.3.1 	 The preferred (PARCS) strategy for conducting the questionnaire was for the Regional Managers
to hold intervjiews and dicussions with PAMs and make site visits to directly observe ProtectedArea management. The 	Regional Managers however had to tailor their approach to individual 
country circumstances. Options for conducting the questionnaire were to:
 
a explain the questionnaire and have the PAM fill it out with the Regional Manager nearby
 

to assist 

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

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

d 	 mail out the questionnaire 
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e use a consultant or colleague to do one or more of options a-c 

1.8.4 	 The Director was invited to decide on which was the best method for the PARCS assessment,and often helped to set up meetings and/or workshops with PAMs. He/she was also asked to
recommend people to talk to about training opportunities. 

1.8.5 	 RMs might then have arranged meetings with FODs during which they were asked to complete
the needs assessment questionnaire as an independent validation of PAMs' own responses. It was
explained that by rating the general skill levels of PAMs in the FODs' organization, training
needs would be identified. 

1.8.6 	 The RM might have decided to discuss the FODs'position and training needs. This was intended 
to be an informal discussion. The RM presented the following as the main aspects of the FOD's 
job that may carry training needs: 

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 achievement of operational plans and budgets 

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

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

h Managing concessions in protected areas
 

1.8.7 	 The FOD was asked to verify that these are the key aspects of the job and to comment on the
list. The FOD was then asked what kind of training is needed to accomplish these tasks, what 
weree his/her three priority training needs, and what are the constraints to obtaining this training. 
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2.1 

SECTION 2 

TRAINING NEEDS ASSESSMENT 

INTRODUCTION 

Ethiopia has an area of over 1,000,000 sq kms and a population of just over 50 million. The 
country has a wide zones.variety of vegetation In the highlands, these range from montane
forest, bamboo, heath, moorland to grassland and cultivated areas. In the lowlands mainly dry
bushland and Acacia woodland prevail, with semi-desert in parts of the east and north and 
savannah woodlands in the west. 

Ethiopia is a very important country as it his many critical sites for biodiversity. Although nine
national parks have been proposed only two have been officially gazetted (Simien Mountains andAwash). The recent civil wars have hampered the management of several of these parks and
immigration of people into highland areas, and their associated agricultural practices, threatens 
some parks and other montane forest areas. Besides many endemic plants and birds, Ethiopia has
several endemic mammails which include the mountain nyala, Walia ibex, Simien jackal, gelada
baboon and Swayne's hartebeest. Several other species have the majority of the world population
resident within Ethiopia eg the hamadryas baboon. There is large tourism potential based onwildlife viewing and adventure travel but this will only succeed if the protected areas are
rehabilitated and well trained personnel are deployed to manage them. Two wildlife conservation
organisations and PARCS project collaborators, WCS and WWF, have had technical advisors
working in Ethiopia for ten and four years respectively. 

The proposed protected areas cover a good range of Ethiopia's natural terrestrial habitats,
although areas of forest, arid thrornscrub in the Ogaden needs to be included. Major constraints 
to the management of wildlife - besides the recent civil wars which prevented access to many
areas - include the lack of trained manpower and the lack of funds to establish infrastructure
within the national parks, as well as the fragile legal status of most of the areas. 

In 1990/91 EWCO lost four of its key personnel in road and aeroplane accidents. In response
to this EWCO developed a manpower development and training plan for its staff (see 2.1.4).
In September 1991 the Head of the Conservation Division of EWCO attended the strategic
planning meeting held at the College of African Wildlife Management, Mweka, which was
organised by AWF. In advance of the meeting EWCO had prepared on issues for discussion at
the meeting (see annex 2). As be seen from the paper EWCO had recognised the need tocan 
train protected area managers more broadly and had identified some of these areas already. Thissuggested that EWCO might be an appropriate and receptive organisation to participate in PhaseI of PARCS and to Initiate some of the in-service training pilot programmes to be developed
under Phase !1 of the PARCS project. EWCO indicated its willingness to be part of the PARCS
project in a letter to AWF in November 1992. 

EWCO has been in receipt of external stvpport in the recent past. WCS has provided the EWCO
with an advisor for the past ten years who has been working towards the development of 
management plans for the parks as well as institutional development of the organisation. Funds
have also been put into the Bale Mountains and Awash National Parks, a study of the Simien 
jackal and an environmental education programme in recent years. WWF has also supported the
environmental education project (with WCS) and a field ecological monitoring project (which has
been severely hampered by the security situation). The latter was meant to have included a
major training component WCS and WWF (and AWF) have funded scholarships to Mweka 
College in the recent past, but no long term in-service training has been developed or funded. 
At present WWF/EARO is working with EWCO to develop a programme of 3upport. 
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2.1.1 Sunnary rf Ethiopia's Protected Area system; 

Table 1: Summary of Protected Areas 

National/internationaldesignations IUCN management Area YearName of area category (ha)I notified 

NatioralParks 
Abijatta-Shalla Lakes 11 88,700 1970
Awash II 75,600 1966
Bale Mountains II 247,100 1969
Mago 	 11 216,200 1978
Nechisar II 51,400 1973
Omo 11 406,800 1966 
Simen Mountains II 17,900 1966
Yangudi Rassa II 473,100 1976
Gambella II 506,100 1974 

Sactuaries 
Kuni-muktar II? ? 
Babile Elephant 
Senkelle Swayne's 
Yabello 

.artebeest 
-. 
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lI 
!I 

698,200 
5,400 

253,700 

1970 
1972 
1985 

World HeritageSite 
Simen National Park X 22,000 1978 

Source: IUCN 1992. 

2.1.1.1 	 The status of Ethiopia's national parks is unisual. Only two parks, Simien and Awash have been
officially gazetted. H.zwever EWCO is working towards formalising the status of the other
protected areas under its jurisdiction. A proposed projec; to be funded by the EC, will requestthe formal glzettement of Omo, Neciiisar, Mago National Parks as a precondition to thecorr.nencem,-,nt of the projet. Park management plans have been prepared for Simien
Mountains, Bale Mountains and Awash National Parks. 

2.1.2 	 Protected Area authorities 

2.1.2.1 	 The Ethiopian Wildlife Conservation Organisation is a government organisation currently under 
the Ministry of Natural Resource Development and Environmentz! Protection (MoNRDEP).
EWCO is the authority which is, and has been, responsible for the management and development
of Ethiopia's natural resources and conservation areas. Its objectives are: 

a 	 to ensurf conservation and development of Ethiopia's natural resources 

b 	 to educate and integrate local people in the pr'c "ss 

c 	 to contribute to the future development of the people in Ethiopia in relation to its economy, 
science and recreation 

2.1.2.2 	 The present organisational c1'srt for EWCO is presented in Figurc 1. At the time of writing
there are ,oposals for a new structure for the MoNRDEP and for EWCO - see 	Figures 2 and3. Figure 3 illustrates the relationship between EWCO and other natural resource organisations
within MoNRDEP. At present there are jist over 300 people in service in EWCO. 
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Fig 1: Ethiopia Wildlife Conser. ation Organisation
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Fig 2: Location of EWCO within the Ministry of Natural Resources Development and
Enviromental Protection. 
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Figure 3. 	 Proposed Organisation of the Ethiopia Wildlife 
Conservation Organisation 
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2.1.3 	 National conservation strategy and conservation objectives 
2. 1.3.1 At present the MoNRDEP is drafting a new conservation policy for Ethiopia. EWCO is in themeanwhile continuin its management based on the principles outlined in the most recent versionof the 'Wildlife Management Policy' (Hillman 1993). The overall justifications for theconservation of wildlife, are that: 

* wildlife is an integral part of the natural environment and of the natural ecological processeswhich man depends on for his livelihood 

* wildlife can provide an economic return for the country 

* wildlife is the heritage of every citizen of the country 

* wildlife has a moral right to survive. 

2.1.3.2 Ethiopia is currently preparing a National Conservation Strategy (NCS) with the assistance ofIUCN - The World Conservation Union. This process began with a policy formulation phasein May 1990 with the objectives of preparing regional, sectoral and national policies, strategies,legislation and administrative procedures. These will be presented to a national conference inlate 1993. This phase is expected to be completed by mid-1994 with the preparation of the firstNCS document and an action plan to follow on from the policy framework. At present the NCSsecretariat is based in the Ministry of Planning and Economic Development, but it may shortly
move to the MoNRDEP. 

2.1.4 	 Existing training progranunes 

2.1.4.1 The management of training opportunities offered to EWCO staff falls under the Head of theConservation Education Service. In late 1990 EWCO prepared a ! year manpower developmenttraining plan for 1991 - 1996 which is presented below. 
Table 2: Trained manpower requirement - Plan period: 5 years duration 1991-1996 

N.Level ofTang 1991 J1992 19931 1994j 95196 Total JRemarks 
I PhD - 1 2 
2 MSc I 1 1 1_ 5 
3 BSc -Biology 3 3 4 44 18 
4 Diploma Wildlife 3 5 5 5 3 5 26 

Management
 
5 Conrcrvation 
 - - I - 1 3 BSc

Educationalist
 
6 Library Science 
 l 1 2 Diploma 
7 Museum Expert l I 1 4 Diploma 
8 Anti-poaching team 3 3 3 9 Certificate Mweka 

College 
9 Game 	Guards - 30 30 30 30 30 150, Local - training 

2.1.4.2 In early 1991 EWCO requested assistance from potential donors to support the new manpowerdevelopment plan and although it has been successful in securing some support, the targets ofthe plan have not been reached to date. There has been a continual need for external assistance 
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to support training of EWCO staff because Ethiopia had a centralised ministerial level trainingsector which supported training but whi.:h was never able to allocate adequate priority (or funds)to EWC3 requirements. Within Ethiopia, EWCO was not responsible for identifying trainingneee- of personnel or for developing the criteria for selection of candidates or the kinds oftraining opportunities which would be appropriate. 

2.1.4.3 In fact very few suitable formal training opportunities exist in country and EWCO has alwayssought to send its staff to the College of African Wildlife Managrmerit at Mweka in Tanzania asthe most relevant training institution to meet its needs. Some staff have benefited fromundertaking degrees and higher degrees in universities outside of Ethiopia. 
2.1.4.4 Training records are kept for staff and EWCO was able to provide a summary of its personnelsince 1965 who had received training at Mweka College and this is presented in Annex 3. Arecent report (Agriconsulting 1993) provides details of EWCO skilled manpower. See Figure 4. 
2.1.4.5 An approximate breakdown was provided during an interview with the EWCO FOD. 

Graduates of Mweka College n= 8 in the field
Graduates of Addik Ababa Univ. n= 15 in the field
MwePa Post graduate diploma holders n= 5 in the fieldDiploma holders from Wondo Genet n= 13 in the field
MSc holders from Oslo University n= 2 

2.1.4.6 EWCO does not have a training budget as a component of its ant ual budget and the funds spentby donor agencies on training EWCO are not separately tracked. 
2.1.4.7 Although EWCO has continued to use the College of African Wildlife Management at Mwekaas its primary training institution fur wildlife management training, the senior EWCO personnelhave recognised that Mweka College is not able to meet all the specific requirements forEthiopia. In a paper (see 2) presentedannex at a strategic planning meeting at Mweka inSeptember 1990 EWCO expressed reservations atiut the amount of training future wardensreceived in personnel management, financial management, budgeting, communication skills andcommunity conservation as well as exposure to international perspectives. 

2.1.4.8 EWCO personnel felt that there was a need for an in-service training programme to supplementand complement the knowledge skills thatand staff were acquiring through their formaleducation. A concept paper for developing training in wildlife and habitat- related techniquesand management skills for junior and senior wardens was prepared with WWF/East AfricanRegional Office in 1990/1 but this was not developed into a formal project at that time. 
2.1.4.9 No training materials are available to distribute to EWCO staff, although this could be arranged 

if material was available. 

2.1.5 In-country PAM profile 

2.1.5.1 Perk wardens are the most senior ranked position within protected areas in Ethiopia. Untilrecently the~e wardens were based in the parks, but with the government's new focus ondecentralisation within Ethiopia, EWCO staff have been appointed to their ethnic regions, withsenior personnel located in the zonal and regional offices (in towns out of the field situation).The promotion of new people to the position of warden in the field has given some EWCO staffincreased responsibilities. There is a need to prepare these wardens for their new tasks through
additional training. 
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Figure 4: EWCO Skilled Manpower 
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2.1.5.2 A typical complement of park staff is: 

Park warden
 
-- Assistant Park Warder.
 
--- Junior expert
 
--- Scouts
 
-- Biologist
 
-- Tourism and Education officer
 
-- Storekeeper
 
-- Cashier
 
-- Mechanic and Drivers
 
-- Labourers 

2.1.5.3 However due to the manpower shortages within EWCO most parks were, and continue to be,severely understaffed. In addition about half of the Mweka graduates are presently posted toHeadquarters, and only about 10% of the staff in the field had any specialist training in wildlife 
management. 

2.1.5.4 EWCO provide the following job description for a park warden: 

A park warden is answerable to the Head of 1arks Administration with the following duties and 
responsibilities: 

a Implement overall park rules and regulations 

b Record and prepare the necessary statistical information on the behaviour, birth rate, 
mortality and distribution of wildlife in the park. 

c Monitor the carrying capacity of the park. 

d Keep close track of the predator-prey relationships of the fauna of the park. 

e Prepare the annual budget of the park, execute when permitted and settle the accounts. 

f Construct and maintain the necessary park infrastructure. 

g Give necessary information to visitors. 

h Supervise the accounts of the park. 

i Establish an orphanage for the care of helpless animals. 

j Formulate bye-laws for the park. 

k Destroy heavily injured animals. 
I 

I Carry out any related matter as instructed by the sections head of national parks. 
2.1.5.5 Currently the junior staff are recruited from Wondo Genet Forestry School (although some maycome from agricultural college). Here students receive courses in forestry and soil conservation,as well as the basic introductory wildlife conservation courses. Wondo Genet offers a two year

diploma course. 

2.1.5.6 Junior and some senior staff are recruited as graduates of the Universities of Addis Ababa andAllemaya and are usually biology and forestry graduates. This training provides some basics inwildlife conservaticn but not adequate training for the needs of a protected area manager. 
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2.1.5.7 As outlined in 2.14 EWCO seeks to provide the necessary additional training needed by sendingits staff to the College of African Wildlife Management for the diploma or post-graduate diploma
courses. 

2.1.5.8 	 It is important to note that, in the recent past, students in Ethiopia have not been able to attendthe training institute of their choice, or to select theirgraduation, compete for or select, the job 
own major field of study, or upon

of their own choice. mean thatThis does somemembers of EWCO staff are not as committed to wildlife conservation as other colleagues are.This has important implications for training as efforts must be made to motivate all members ofan organisation if it is to flourish and function effectively. At present graduating students haveto find their own jobs and so the potential for recruiting motivated and good calibre personnelhas greatly increased - although a major constraint is funding for salaries. 

2.2 	 METHODS 

2.2.1 	 Data analysis 

2.2.1.1 Results from the analyses of questionnaire data were expected to provide the backbone of thetraining needs assessment. In the first instance it would be necessary to determine whether ornot the levels of knowledge ('some', 'working', 'in-depth') considered appropriate by PARCSfor skills in the various competencies within each Main Division of the Job were in agreementwith those considered appropriate by the different categories of respondents (Asst. PAMs, PAMs,FODs, Research Officers, Trainers, etc). A validation analysis was therefore designed whichcompared PARCS score with respondent's scores was calculated and, if abovequestionnaire was considered 	 70%, the'validated' with the levels of knowledge set by PARCS beingconsidered on average to be correct. 
2.2.1.2 	 To determine where a gap in knowledge occurred between what was required for a given skill(as set by PARCS and validated by respondents) and the actual level of knowledge possessed byeach respondent, i.e. a training need, a 'gap' analysis was carried out. That involved comparingPARCS' and respondents' scores and looking for positive differences (i.e. gaps of + 1, +2 and+3). Positive scores arise when the level of knowledge set by PARCS for a given skill is higherthan the level possessed by the respondent. The bigger the gap, the greater the training need.Negative scores and scores of zero indicate that a respondent has higher knowledge (or at leastthe same as set by PARCS) than that required for the skill in question. 
2.2.1.3 Although PAMs were the principal target group for the training needs assessment, other groups(e.g. FODs, Research Officers, etc) were also asked 	to complete questionnaires, not to assesstheir own training needs but rather, to indicate what they thought the levels of skill knowledgewere for PAMs they had worked with and/or supervised. This was deemed important from thepoint of view of obtaining perspectives on PAMs skills and training needs from sources other

than PAMs. 

2.2.2 	 Country-speciflc methods 

2.2.2.1 	 The PARCS'survey was undertaken in November - December 1992. In Ethiopia 3 Parkwardens, 1 FOD, I Researcher and 2 Field Associates all completed questionnaires. In addition5junior staff currently attending Mweka College were also included in the survey. This sampleth-.refore included 50% of the PAMs in the field in EWCO. 
2.2.2.2 Interviews were held with the General Manager of EWCO and the Head of Parks Administration(the FOD 	position within EWCO). The EWCO wardens attended a short workshop at EWCOheadqr,,irters at which the aims of the PARCS project were outlined and the questionnaireexplained and any queries over questions were answered. Wardens completed the questionnaireovernight 	in their own time and then a open discussion on the questionnaire, training constraintsand needs 	was held the next day. 
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2.2.2.3 	 At Mweka a consultant to the PARCS project (who was a visiting lecturer at Mweka and hencewell known to the students) explained the PARCS project and the questionnaire to the students(ie Asst PAMs) and each was then requested to complete it in his own time. 
2.2.2.4 	 In October 1993 a draft report 	of the results of the PARCS survey was presented to senior 

EWCO personnel for their c6mments. Suggestions were incorporated in this final report. 

2.2.3 	 FODs Training Needs 

2.2.3.1 	 The training needs of FODs in Ethiopia were not determined through questionnaire analysis.
These were discussed during an interview based on the questions set out in para 1.8.6 in Section 
1 above. 

2.2.4 	 Analysis of Questionnaire 

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

a Data sheet A: 	 for recording 'Accountabilities & Responsibilities' additional to those 
associated with each Main Division of the Job. 

b Data sheet B: 	 for recording scores of 'Knowledge skills (both the score which 
respondents considered to reflect the skill level required to do the job of a
PAM, and the score which respondents considered reflected PAMs levels). 

c Data sheet C: for recording responses to statements on 'Mental & Social' skills. 

d Data sheet D: for recording responses to the three 'Attitudes' questions. 

e Data sheet E: for recording responses to knowledge of local languages and use of 
computers. 

f Data sheet F: for listing the three training priorities identified by respondents linking them 
to the 16 Competencies and II Main Divisions of the Job in the 
questionnaire. Sheet F is also used to list the form of training considered 
best to address each training priority. 

g Data sheet G: for summarizing training already received as described in Row L of the 
questionnaire. 

2.2.5 Gender Analysis 

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

2.3 	 RESULTS 

The results of the PARCS survey in Ethiopia are presented below. A short paragraph followseach set of results and provides a brief interpretation of those results within the Ethiopian
context. Please refer to annex I for a copy of the questionnaire. 

Throughout this section of the report reference will be made to figures and tables which provide
results drawn 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 figure/table is relevant and may be presented. These PARCS numbers are to be used in all 
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2.3.1 

2.3.2 

2.3.3 

country reports to allow direct comparisons of training needs within and between countries in thethree regions in which PARCS Phase I was conducted. However, because of individual countrydifferences in data collection and presentation it may be necessary to include new figures andtables and/or delete others. Each figure and table when presented in its chronological order will,where appropriate, be accompanied by its PARC' number in parenthesis. 
Most of the analysis was done using data from PAMs and Asst. PAMs combined. Where otherdata isused this is listed. As can be seen in the table below 13 questionnaires were completedfor Ethiopia and 9 of these were filled in by PAMs or Asst. PAMs. 

Data Collection Table (Table 3) 

POIINInterviews - METHOD 

I Asst PAM -.--.- _. 
 5 _ 1 6
 
12 PAM " 
 3
 

3 RM
 

4 FOD(for PAMs) 

5 FOD(for own job) 
I 

6 Trainer 
_ 

7 Researcher11
 

8 Field associate 2 2
 

9 Private Sector PAM 

Tota--l- --- - ILj5 
Total sample: n= 13 

KEY: Regional Manager
1. Explain questionnaire to PAM/POD and fill out with RM nearby2. Explain questionnaire to PAM/FOD and leave to fill out in own time3. Explain questionnaire to PAM/FOD at workshop and fillout individually with RM nearbyConsultant
4. Exp In questionnaire to PAM/FOD and fill out with consultant nearby5. Explain questionnaire to PAM/FOD and leave to fill out in own time6. Explain questionnaire to PAM/FOD at workshop and fill out Individually with con-jltant nearby 
7. Send out questionnaire by mail 

Background Information Sheets 

These were not collected for any protected area. 
Respondents' Years InService/Years as a PAM (Table 4) 

Respondents Years of service
 

j 1-5 Zrs 6-10 yrs > 
 10 yrs No response
Years in service 3 3 3 
Years as a PAM 1 2 1 5 
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2.3.4 Validation Analysis for Knowledge 

2.3.4.1 Addition and Deletions to Accountabilities and Responsibilities 

There were none. 

2.3.4.2 Validation Analysis of Knowledge of PAMs & Asst PAMs, relative to PARCS' scores 
a The score for this was 89.5%. This meant that overall EWCO staff considered theknowledge levels suggested by PARCS as relevant to their situation and an appropriatestandard of comparison for the rest of the analysis. 

b Where there was disagreement EWCO staff felt that PARCS had ranked the knowledgelevels slightly lower than was appropriate. This was in technical, management, planning andfinancial/ accounting. Only three questions (out of 64) were considered to be veryinaccurate and EWCO staff felt a much higher knowledge level was required: 

• some knowledge of human resources techniques and their application as appropriate(eg. job evaluation or worth of job, salary structuring, training needs analysis)." some knowledge of obligatory role (attendance) at meetings and awareness of activities
around the protected area expedient to attend.

@ some knowledge of development of research plan for protected area 
c The FOD and Field Associate scores were closer to the PARCS score than the wardens' 

score. 

2.3.5 Gap Analysis of Training Needs for Knowledge: PAMs & Asst PAMs 
2.3.5.1 A 'Gap Analysis' was used to compare PAMs' 'Knowledge' scores against PARCS' scores. Thiswas designed to give an indication of the difference between PAMS's perceived skill levels andskill levels deemed necessary by PARCS. The results are shown in Annex 4 (PARCS 2.3.5a).Each of the six sets of histograms, representing the six competencies under 'Knowledge', showthe differences in scores between PAMs and PARCS. Negative values indicate the PAMs' skillis higher than that required for the job; positive values indicate the a training need, and zerovalues indicate exact agreement between ThePAMs and PARCS as to required knowledge.greater the difference between PAMs' and PARCS' positive scores, the greater the training need

in that competency. 

The six competencies are: Technical, Management, Planning, Legal, Policies and Procedures,
and Financial/accounting. 

2.3.5.2 General Results 

An overall review of the results will be presented first. In order to see to what extent trainingneeds occur i the different competencies the data was examined to find out in what percentageof the questions in any one competency, at least 60% of the respondents identified a trainingneed. This data is pcusented in Table 5 below. Although this table does not give any indicationof the size of the training needs (ie whether there is a score of 1, 2 or 3), it does provide useful
information. 
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Table 5. Percentage of questions in each competency in which at least 60% of respondents identifieda training need, using the PARCS standard for comparison. 

Competencyo % PARCS Standard 
Technical Knowledge 53 
Management Knowledge 20
 
Planning Knowledge 

58
 

Legal Knowledge I 
Policies & Procedures Knowledge 70 

Financial Knowledge 67 
rotal sample: n= I TAsstX-M9 PAMS ombie n= 

Policies and Procedures and Financial/accounting are the competencies with the highestpercentages. The scores are still relatively high for the other competencies with the exceptionof Management. Clearly the staff of EWCO perceive that they have a broad spectrum of trainingneeds across all the knowledge competencies. 

For the purposes of designing a training strategy the above results are obviously important, butan understanding of which subject areas have particularly large training gaps is essentialhelping pioritise development or attendance on training courses. 
in 

The data collected can showthis in both competencies as well as in the main divisions of the job. 
The table below looks at what percentage of questions reveal a significant training need. For thepurposes of this analysis an average gap of 2 is taken to be a significant training need. 

Table 6. The percentage of questions inwhich average gap of about 2 wasan identified forknowledge competency areas. 

PAM FOD RE FA 
Skill n=9 n=L n=1 n=2 
Technical Knowledge 6 18 41 82 
Managem,.nt Knowledge 0 10 0 50 
Planning Knowledge 8 17 17 58 
Legal Knowledge 0 22 44 56 
Policies & Procedures Knowledge 40 40 60 90 

".Fnncago eg 17 17 0. 67 
otal sample: n= 1 

The above results show that there are significant training needs in the subject areas of Policiesand Procedures and to a lesser extent Financial knowledge. This correlates with the data from
Table 3.
 

The above table also includes data from Field Associates, a
validators. It is interesting FOD and a researcher ie target
to look at the differences across the columns. The FOD andresearcher both suggest that training needs are slightly higher than that suggested by PAMsacross most subject areas. Field associates clearly feel that the training needs are much higherthan those perceived by PAMs. 

24
 



0 

There is a similar trend when one examines significant training gaps for main divisions of the
job as shown in table 7. 

Table 7. 	 Percentage of questions in which an average gap of 2 was identified by main division of the
Job. 

PAM FOD RE FA 
Competency n=9 n= I n=1 n=2 
A = Staffing 17 0 17 
B = Infrastructure 0 	 17 17 50 
C = Finance/accounts 0 0 0 75 
D = Tactical plans 0 0 0 50 
E = Laws & Regulations 0 20 20 80 
F = Visitors 14 85 71 100 
G = Interventions 40 0 80 100 
H = Community Conservation 3825 13 75 
I = Research 0 0 0 50 
J = Public relations 14 0 57 57 
K = Resource Conservation 0 13 13 100 
"otalsample: n= 13 

This table shows that wardens identified five main divisions of the job where they have
siganificant 	training needs: 

* Interventions
 
" Community Conservation,
 
* Visitors,
 
" Public Relations
 
" Staffing.
 

Both the FOD and researcher would add more categories. Interestingly only Field Associatessuggested that there were significant training needs for: 

* Budgetting 
* Tactical Planning
* Research. 

2.3.5.3 	 Specific Resblts 

The general results have shown that most of the respondents had some level of training needacross all 	the competencies. The data analysis can also show where significant training needs,ie those with a score of 2 or 3, occur. For readers interested in more specific information, eachcompetency is examined below and the areas where significant training needs were found are 
cited. 
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a. Technical Knowledge (Wildlife/Tourism) 

Training needs (ie scores >0) were identified for 15 out of 17 skills (Column 2, Rows A-K)
under Technical Knowledge. The greatest needs (scores > 2) were identified in: 

-- safe practices with respect to wildlife
 
-- techniques of anti-poaching
 
-- knowledge of visitors expectations
 
-- protected area infrastructure techniques and site design
 
-- interaction between tourist and local areas
 
-- interventions needs, techniques and implications
 
-- research methodologies
 
- role of research in meeting conservation objectives


context of the protected area in the regional/national/global arena 
-- types, locations, trends and requirements of important natural and cultural resources in the 

protected area 
-- types, locations, trends and requirements of threatened and endemic fauna and flora and the

key species of the ecosystem 

The above list shows the large number of areas where PAMs feel that they require furthertraining. Some of the results can be readily explained. To date Ethiopia's national parks have 
not had many tourists visiting and this contributes to the lack of experience in ensuring visitor
satisfaction and the interaction between tourist and local areas. Many of the other areas aretopics which are traditional topics of wildlife management courses. The fact that they show up
as training needs in Mweka College graduates confirms the feeling at EWCO that the College
is not currently meeting EWCO's needs adequately. 

b. Management Knowledge 

Training needs (ie scores >0) were identified for all 10 skills (Column 3, Rows A-K) under 
Management. The greatest needs (scores >2) were identified in: 

-- how to apply preventative maintenance 
- management of accommodation and catering facilities under protected area jurisdiction

project (job) management related to interventions 
- protected area versus people conflict management 

= score of 3) 

The ill defined legal status of many of the national parks in Ethiopia has resulted in localcommunities encroaching into the protected areas. With the recent decentralisation of 
government to the regional level and the emphasis on empowering local peoples will mean thatthe PAMs are likely to be involved in increasing conflict resolution efforts in the future. EWCO
recognises that community conservation programmes are an important activity which must be
undertaken. The above results indicate that the PAMs are unsure of how to manage such 
programmes. 

c. Planning Knowledge 

Training needs (ic scores >0) were identified for all 12 skills (Column 4, Rows A-K) under
Planning. The greatest needs (scores > 2) were identified in: 

- planning, budgeting .rid control
 
- patrol planning needs
 

techniques in developing long and short-term visitor plans
 
-- job planning related to interventions
 
- developing a community conservation plan
 
-- resource conservation management planning techniques and methodologies 
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-- how to develop and implement protected area management objectives* - how to develop and maintain a protecte' area management zoning system 

(* = score of 3) 

In many protected area authorities, including EWCO, planning is often perceived as a separate
activity undertaken by a discrete unit. However, this is changing and PAMs are increasingly
being delegated with more responsibility and with this a concomitant need to have good planning
skills. This competency emerges as a major training need for EWCO. 

d. Legal knowledge 

Training needs (ie scores >0) were identified for 8 out of 9 skills (Column 5, Rows A-K) under 
Legal. The greatest needs (scores >22) were identified in: 

-- relevant laws and regulations (eg firearms, arrest, charging)
 
- contract law as applicable to concessionaires and visitors
 
-
 relevant laws and regulations related to interventions
 

* - legal aspects of collecting/exporting materials and specimens
 
- legislation regarding protected areas
 

(0 = score of 3) 

Traditionally the main area of law enforcement with which PAMs have had to be familiar has
been in anti-poaching activities and in trying to control illegal entry by local people to use 
resources available within the protected area (firewood, grazing etc.). PAMs within EWCO stillidentify some of these traditional areas as important and also recognise that they need a
knowledge of broader issues such as the collection and exporting of specimens. The recent
changes in local government structure are likely to mean a change in local legislation and PAMs
recognise that they will need to keep abreast of any changes relevant to the overall management
of protected areas and the access to natural resources within them. 

e. Policies and Procedures Knowledge 

Training needs (ie scores >0) were identified for all 10 skills (Column 6, Rows A-K) underPolicies and Procedures. The greatest needs (scores > 2) were identified policies and procedures
related to: 

- staffing 
infrastructure
 

- accounting
 
- laws and regulations within protected areas
 
- visitors
 
- interventions
 

* - community conservation 
- research 
- public relations 

I 
(* = score of 3) 

The development of the Policies and Procedures for an organisation is usually the responsibilityof the -note senior decision makers. However PAMs in many cases need to be familiar with both
piicies and procedures to allow them to be effective in the field. Interestingly the areas where
high training needs were identified ie community conservation and public relations are thosewhere policies and procedures are not clearly defined, but at the same time wardens recognise
the great need to be conversant with whatever is currently in place. The size of the above list,
covering 9 out of the 10 main divisions of the job, confirms the findings in 2.3.5.1 that thiscompetency is one of the most important areas where EWCO should focus in future training 
programmes. 
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f. Financial Knowledge 

Training needs (ie scores >0) were identified for all 6 skills (Column 7, Rows A-K) underFinancial/accounting. The greatest needs (scores >2) wre identified in: 

--	 accounting and principles of control 
record keeping for financial disbursements to local communities
records of resources used or resources shared (both financial and in-kind distributions) with
local communities 

-- budget and allocations for research activities 
-- how to estimate costs for implementation of resource conservation management plan

recommendations 

Again the above list confirms the results presented in 2.3.5.1 that this is an important area inwhich future EWCO training should ccncentrate. In the recent past PAMs have not had largeoperating budgets with which to work and much of skills gaps is probably related to lack ofexposure. However benefit sharing with local communities (be it financial or in-kind) is an important activity to be able to track. Often protected area authorities are called upon to justifythe existence of parks aid reserves and any information which contributes to a cost/benefit
analysis is useful. 

2.3.5.4 Biomes 

The PARCS project also recorded information on biomes. In Ethiopia 3 main biomes wererepresented, acquatic, montane and savannah. The greatest number of training needs with respectto technical knowledge were found for protected area managers currently managing savannah 
ecosystems. 

2.3.6 Validation Analysis of Social & Mental Skills 

2.3.6.1 Analysis of 'Yes' Response by PAMs & Asst PAMs 

A score of 96% was recorded indicating that there was a very high agreement that the mental andsocial skills described by PARCS were relevant to wardens in Ethiopia. 

2.3.6.2 'No' Response by PAMs & Asst PAMs 

The following skills were not considered relevant to EWCO by two or more respondents: 

* 	 writing staff appraisals and training briefs 
* 	 selling plan and budget convincingly
* 	 gaining cooperation of wrongdoers 

2.3.7 Current Mental & Social Skill Level of PAMs & Asst PAMs 

Seven skill areas were assessed through the questionnaire: Comprehension, Problem Analysis,
Creativity, E'aluation, Oral, Written and Working with Others. 

2.3.7.1 Respondents provided data for their current mental and social skills level: I =none, 2=poor,
3 =satisfactory and 4=good. The data for values of I and 2 were analysed to look at where lowskills exist and the results are presented in -1Table 8. 
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Table 8, Percentage of times a response of I or 2 was given for each skill 

Percentage (%)Skidll 
-omprehension 

25 ' 
Problem Analysis 40 
Creativity 38 
Evaluation 43 
Oral 31 
Written 40 
Working with Others 19 
otal sample: n= 13 1 

Problem Analysis, Evaluation and Written skills emerge as the top three skills which PAMs feelthey have low skills in. For many PAMS the need to have written skillls is obvious, in thatreport writing is one of the main methods of communication between a remote protected area andthe headquarters. Problem Analysis and Evaluation are related skills and the results here confirmthat the job of a PAM requires the ability ot understand the causes of problems, implementproposed solutions and have the skills to evaluate if the response was effective. 
The FOD and researcher basically concur with PAMs as to their mental and social skill levels. 
the Field Associates perceive them as slightly lower. 

2.3.7.2 The data was analysed by main division of the job. The results are presented in Table 9. 

Table 9. Percentage of time a response of I or 2 was given for each main division of the job. 

Percentage (%)Skill n=9 
A Staffing 27 
B Infrastructure 38 
C Finance/accounts 48 
D Tactical plans 41 
E Laws & Regulations 17 
F Visitors 29 
G Interventions 40 
H Community Conservation 17 
I Research 57 
J Public relations 37 
K Resource Conservation 20 
0l sample: n= 13 29 
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Research, Financial tracking, and Tactical Planning emerge as the top three main divisions of (lejob where PAMs feel their mental and social skills could be strengthened. The finding thatFinancial tracking and Tactical Planning emerge as areas of training needs, is consistent with theearlier findings (2.3.5.2). Undertaking competent research requires skills in problem analysisand evaluation (highlighted in 2.3.7. 1). This result as top score most likely emerges because ofthe II main divisions of the job, research is the one to which most people have been exposed.They therefore understand the limits of their lack of mental and social skills and probably scorethemselves more harshly than in the other divisions. 

2.3.8 Analysis of Attitudes 

2.3.8.1 This part of the questionnaire required written responses. A list of typical responses from acrossthe whole PARCS project was drawn up and given a reference number (see annex 5). Individualresponses were categorised by these number and those given for Ethiopia are listed below. 

a 	 Methods to Instil Work Ethics 

Al 	 Referring staff regularly to administrative orders on codes of work
conduct and behaviour in staff meeting, seminars etc. n=3 

A2 	 Showing hard work and dedication through example n=3 
A4 	 Acknowledging good work in others while positively criticising bad work n=2 

A6 	 Showing understanding when taking disciplinary measures n= I 
A8 	 Developing performance appraisal schemes n=l 

b Methods to Instil Commitment to Conservation
 

BI 
 Showing dedication to national, regional and local conservation objectives n= 1 
B4 	 Becoming involved in extension conservation activities, especially

with school groups/wildlife clubs n=2 
c Methods to Instil Healthy Attitudes to Adjacent Communities 

Cl 	 Accepting the validity of community participation in protectedmanagement 	 area 
n=4 

C2 Listening to and demonstrating willingness to understand communityproblems 
n=! 

C5 	 Taking opportunities to provide employment for local communities asappropriate to the conservation objectives of the area n= I 
C6 Maintaining dialogue with local communities, and getting staff involved inkeeping communities up to date with conservation developments in the area n=3 
C7 Seeking ways in which tangible benefits can accrue to communitieswithout jeopardising the area's conservation objectives n=3 
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2.3.9 Language Skills of PAMs & Asst PAlMs 

Table 10: Response to language question 

Organisation/Department I n Yes No Blank 

EWCO 9 56 44 

2.3.9.1 56% of respondents could speak a language understood by the communities adjacent to theirprotected area. Over the past year EWCO has posted PAMs to national parks in their homeregions, in keeping with the government policy of regionalisation. The likelihood of a PAMbeing able to speak the vernacular language of the area is probably higher than that presented
here. 

2.3.10 Computer Skills 

Table 11: Response to computer question 

Organisation n
I Dlartent 

Yes No Blank Word- Accounts Dataprocessing analysisI_ LJLHI __I
 
EWCO 91100 0_Total sample: n= 13 , 

2.3.10.1 No respondents were familiar with computer use. EWCO does have a computer at theheadquarters and during discussions with EWCO staff (not surveyed under the PARCS project)
some PAMs with computer skills were identified. 

2.3.11 Training Priorities identified by Respondents 

PAMs were asked to identify their three training priorities. 

2.3.11.1 Table 12 shows that the main competencies where PAMs cited training needs were: 
* Planning 
* Management 
* Technical Knowledge. 

This finding is not consistent with the results of the 'cap analysis' where Policies & Proceduresand Finance/accounting emerged as the competencies needing further training - although therewere needs identified in most of the other competencies. The result is however consistent withthe most pressing day to day knowledge requirements of a PAM. The implications of this for
planning future training programmes are discussed in 2.4.6. 

2.3.11.2 The main divisions of the job cited were: 
* Conmunity Conservation 
• Resource Conservation 
* Public Relations. 

The citations of community corservation and public relations are consistent with the gap analysisresults. Resource conservation does not emerge from the 'gap analysis' as a need but the mostlikely reason it has been listed isbecause it is a very important focus of current EWCO protected
area management philosophy. 
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Table 12: Training Priories Idatified by Respooden (PARCS No. 2.3.11) 

N 

Blank BI 

Blank 2 3 4 j S 6 7 

COMPEIECIES 

8 9 10 11 12 13 14 15 16 17 TOWS 

A 
-

2 

D 
E 

F 

G 

H I I 

2 

3 

I I - - 3 

K 

Totals 

Total sample: n= 12 

1 

As 

1 I 2 

4 9 I I 

PAMs & PAMs combincd: n-9 
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2.3.12 Training Received 

Table 13: Training Received (PARCS No. 2.3.12) 

TYPES OF TRAINING 
Competencies (Dot if training has occurred)IFrmal Formal In On-the-job Other 

wildlife Other Service 

2 0 

(a)3 ee
4 _ 0 
5 _ _

Knowledge 6 • • 

K, 7 , 

9
(b) 8" 

10 • 

Mental and n 2 
Social Skills 12 T R 

13 0 

14 0 

(c) 15 0
 

Attitudes 16 •
 
17 0 

T'otal sample: n=- 1 Asst PMrs;& PMs combined: n=9" 

2.3.12.1 It is interesting to note that EWCO staff have received no in-service training and no formal
training other than wildlife orientated subjects. 

2.3.12.2 Years since Formal Wildlife Training Received 

Several respondents (n=4) did not fill in this section of the questionnaire. Of those that did n=2had received formal training 3-5 years ago. It is difficult to extrapolate from these results. 

2.3.12.3 Formal Training Received that is Relevant to Job of PAM (Table 14) 

Type oftrdining Institute of training 

Diploma in Wildlife Management Mweka Wildlife College - Tanzania 
Diploma in Animal Science and Not specified 
Husbandry 

Diploma in Accouatacy Not specified 
Course not specified Addis Ababa University - Ethiopia 
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2.3.12.4 Training which has contributed most to PAMs & Asst PAMs skills levels, across competencies 
See 	 Figure 5. The lack of exposure of EWCO to a variety of different types of trainingopportunities makes the results presented here not particularly interesting to interpret. Clearlyformal wildlife training and on-the-job experience are the main methods to (Lte. Interestingly insome other countries surveyed in the PARCS project, there are correlations between theimportance of on-the-job, in-service and formal training with relation to years of service and
responsibilities. 

2.3.13 FODs comments on training needs 

2.3.13.1 In addition to providing input at the workshop, the Head of Parks Administration - the FODposition within EWCO - also provided additional information on EWCO training needs during 
an interview. 

2.3.13.1 When asked specifically about FOD training needs the following areas were identified as 
important: 

* 	 Strategic planning No training received
* 	 Development and compliance of policies, procedures,
and standards 
 On-the-job training* Planning optimal deployment of well-motivated competentstaff No training received* 	 Development and achievement of operational plans and


budgets (this has just started to be an important
component of the job) On-the-job training
2.3.13.2 It was felt that in-service training for senior management staff would be an appropriate ways to 

build knowledge and skills in these areas. 

2.3.14 Gender 

2.3 	 14.1 No women completed questionnaires but EWCO does have five female PAMs, one 	 femalebiologist at a national park and one at headquarters, one expert working at the crocodile farm andtwo junior experts at Bale and Abijatta-Shalla National Park. 
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2.3.12.g.1 PAMs training that has contributed most: n=1-5 
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2.4 	 DISCUSSION and RECOMMENDATIONS 

2,4.1 	 What are the responsibilities of a PAM? Are these responsibilities universally recognisd? 

2.4.1. 1 	 EWCO has a job description for its wardens (see 2.1.5.4), There appeared to be an implicitunderstanding of the role of a warden within EWCO, but a general recognition that presentwardens needed more training (and resources) to do theirjobs better. In discussion with wardens
and the FOD after the questionnaire had been completed, there was agreement that thequestionnaire was a fair representation of the competencies and skills needed by a warden - evenif some main divisions of the job were not completely appropriate for Ethiopia at the moment,
they might be in the near future. 

2.4.1.2 	 The General (at time theEWCO Manager the of survey) stressed the need foradministration/budgetting and community conservation to be an integral part of a warden's job,although the latter was not listed within the job description. He also felt that as the country
reorientated to a more open-market economy that wardens and EWCO staff would need an
understanding of this area to develop opportunities for tourism. 

2.4.1.3 	 One of the field associates felt that within the questionnaire there was an East African bias
towards the close connection between tourism and wildlife conservation. This was felt not to beappropriate to Ethiopia where tourism is a welcome by-product of conservation, but where the
main emphasis must be on maintaining the means of survival in the Ethiopian naturalenvironment for the support of the majority of the Ethiopian populace. This requires wardens 
to have 'a perception of the inter-relatedness of all aspects of the natural ecosystems and
ecological processes that are the support of agriculture and other human energy gathering
systems'. The questionnaire did not specifically assess this kind of knowledge and this should
be borne in mind in planning any follow-on activities. 

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

2.4.2.1 	 The main constraints for PAMs in meeting their responsibilities is a severe manpower shortageand lack of funds for operational activities. The lack of previous aoorooriate training is alsoimportant. Wardens felt that bachelor degree holders lacked research experience and wildlifeconservation management skills. They felt 	that these could be gained by working under an
experienced warden or biologist, but following the tragic death of four senior wardens four yearsago, they felt that such mentors were not presently within EWCO. Wardens suggested that after 
a field apprecenticeship, degree holders could undertake a post graduate diploma at the College
of African Wildlife Management at Mweka, Tanzania. However, experience had shown thatbecause of the current structure of that course, most people returning were more interested in
becoming 	researchers than wardens. 

2.4.2.2 	 If the opportunity arose wardens were interested in undertaking a diploma at the College of
African Wildlife Management at Mweka, in order to gain necessary skills. Mweka College isrecognised as an important training institution for EWCO and one that should provide the mostrelevant training for their needs. However deep concern was raised by all wardens and the FODthat in most pases people attending Mweka already held diplomas (or even degrees) and that
receiving another diploma did not make them eligible for an increase in salary under exisiting
government rules. Promotion requires a 'higher' qualification to be obtained. 

2.4.2.3 	 At present the Ethiopian government is restructuring the country's adminstrative systems and
placing a great emphasis on decentralisation and the need to devolve power to regional levels.
Management of the national parks will fall under the regional authorities but EWCO will still beresponsible for staffing the protected areas. This has major implications for training, presentsenior staff are being assigned to offices outside of the protected areas, and playing a newmanagement role, and the more junior staff within the parks, are also taking on newresponsibilities. Any in-service training programme would need to identify the new roles for
EWCO staff and plan a relevant training programme to meet these needs. 

36
 



2.4.3 Are PAMs skilled t. the level judged by this training needs assessment to satisfactorily lotheir job? 

2.4.3.1 The results presented in 2.3.5 clearly show that there are training needs within EWCO.Interestingly EWCO wardens perceive that they have a very broad spectrum of training needs,but feel that they do not have large training gaps and felt that such gaps could be covered by aseries of in-service training courses. Whilst field associates and others agree to the broadspectrum of needs, they do not substantiate the wardens' perceptions but feel that infact thetraining gaps are very large. This finding, which is common throughout the whole PARCSproject, is important. It has implications for who is involved in the design of training courses,the level at which courses should be targetted, and the depth/detail required. 
2.4.3.2 When looking at mental and social skills, evaluation, problem analysis and written skills emergcas needing strengthening - although this was not mentioned by wardens in post-questionnairediscussions. When toasked list methods of instilling work ethics and commitment toconservation, EWCO wardens listed fewer methods than other PAMS in the overall PARCSsurvey. This gap could be addressed specifically through in-service training to provide seniorwardens with the skills to play more of a mentoring role than at present. The responses on howto instil healthy attitudes to adjacent communities demonstrate agood understanding of the theory

of community conservation. 

2.4.4 What training has been received by current PAMs that is perceived by them as useful? 
2.4.4.1 All the respondents to the questionnaire had only received formal or on-the-job training.formal training listed as useful included diplomas from Mweka College as 

The 
well as diplomas inanimal science and husbandry and accountancy. However from discussions with the wardens andthe general manager, there isclearly aperception that this is not adequate for their needs. WhilstEWCO staff recognise that some management issues related to protected area matiagement maybe country specific, the need for training in aoministration, budgetting and communityconservation iscommon to all protected area managers and EWCO wardens feel that these shouldbe covered more adequately at Mweka College. 

2.4.5 Assessments of Field Operations Directors 

2.4.5.1 The FOD when interviewed confirmed the opinions of the wardens expressed in the postquestionnaire discussion. He also reinforced the present problem that for most EWCO staffattending Mweka, the award of adiploma does not contribute to a salary increase and that thiswas demotivating. The only option for wardens was to undertake an MSc course, which areexpensive and not necessarily the most appropriate tra- .ing for a field warden. This is animportant point, and one that arose in several of the cou,,ries surveyed in the PARCS project.Organisations have training needs and individuals within the organisation also have trainingneeds. In some cases these may not be the same. This dichotomy can be addressed through awell-developed training plan, which places the training needs of the organisation first, but worksto match an individual's interests and needs where it can. 
2.4.5.2 The FOD felt that if EWCO was to become more autonomous then there would be potential fordeveloping an incentive strategy based on skills/experience, years of service and performance.He felt that wardens would accept, and welcome, such a training programme if it was well puttogether. He felt that this would also be another way of tackling the conflict of having staff awayfo: "ng periods of training and therefore not able to undertake their work in the field. 
2.4.5.3 The FOD confirmed that senior managers within EWCO did not receive training in many of thesubject areas identified by PARCS. Strategic planning, and planning for the optimal deploymentof well-motivated competent staff, were the two areas where some kind of training

recognised as needed. 
was 
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2.4.6 What further training Is required? 

2.4.6.1 The biggest gaps recorded by PAMs between self-evaluated skills and those required for the jobare in the areas of policy and procedures, community conservation, public relations and
intervention programmes. This ;s consistent with the recognition within EWCO that theorientation of their work must be towards the human communities around the protected areas.Any follow-on activities to PARCS should focus on these areas as a priority. 

2.4.6.2 However, the the biggest gaps perceived by others span the whole spectrum of competencies andmain divisions of the job. The areas which are felt to be particularly important (in addition tothose mentioned above) are resource conservation and the application of research, technicalknowledge, financial accounting, legal practices and gaining a greater understanding of visitor 
management. 

2.4.6.3 Section 2.3. I1.1 highlighted an interesting point. In many cases the training needs identified byPAMs are different from those shown up by the gap analysis. This has implications for planningfurther training. Should EWCO first address the skills PAMs feel are priorities? A futuretraining plan would need to balance the benefits of addressing PAMs needs first and the increasedmotivation that would result, against developing courses which will address large deficiencies,which are not presently perceived. In this particular case the 'gap analysis' also indicatedtraining needs in the competencies identified by PAMs, and so it would probably be expedient
to start with these first. 

2.4.6.4 The major constraints to training are the lack of funds to pay for formal or in-service training,the lack of appropriate formal wildlife management training within the country, the need forMweka College to up-date its curriculum and the dependence on the ministry's criteria forselecting and awarding funds for training. It was not possible to get. good understanding of theavailability of po::atial trainers for in-service training courses. This might be a constraint. 

2.4.7 What present programmes could be restructured/enlarged to include training opportunities 
for PAMs? 

2.4.7.1 As Figure 4 shows most EWCO staff have received their training either at Wondo Genet School
of Forestry or hold BSc degrees (mostly in biology) from the University of Addis Ababa. Thediploma course taught at Wondo Genet includes only 3 hours on wildlife out of 76 credit hoursbut does include other skills relevant to a PAM such as basic sciences, forest ecology,management and administration. The Dean of ti- College did not see a likelihood of increasingthe wildlife component of the course as it is speci,..:ally orientated towards forestry and alreadyhas a very full syllabus. However, the Dean would be able to make the facilities of the collegeavailable for EWCO staff training, but only when the diploma students are on vacation. Noneof the college lecturers would be adequately skilled to teach a course in wildlife and EWCO
would need to bring in its own tutors. 

2.4.7.2 Although thq university biological sciences department is revising its scheme preparation, theemphasis of the course will continue to be of an andacademic traditional focus and wildlife 
management will not form a significant portion. Information on the Allamaya College notwas 
collected during this phase of the project. 

2.4.7.3 Outside of Ethiopia, the College of African Wildlife Management at Mweka in Tanzania is
currently undertaking a curriculum review. The college authorities would like to get input intothis process from its various 'clients' ie the protected area authorities which send students toMweka. This would provide an opportunity for EWCO staff to contribute to the restructuring
of the Mweka curriculum. 
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2.4.8 	 Are there other training opportunities that have not been uilised? 

2.4.8.1 Although adetailed training opportunities assessment was not completed, some opportunities have
been identified which EWCO might be able to take advantage of in the future. There is amanagement institute in Addis which offers courses in management skills and more recently theprivate sector (eg Ethiopian Airlines) has opened simila, courses to people other than its ownstaff. There are an increasing number of development agencies based in Ethiopia and many ofthem are involved in community development and extension work. For example CARE/Ethiopiahas recently recruited an extension specialist to be based in Addis Ababa, who will be responsible
for designing training courses in extension methodologies. The Director of CARE would allow 
members of EWCO to attend such training courses. 

2.4.8.2 	 In addition to development agencies, organisations like the British Council could assist inidentifying training opportunities and securing funds. The British Council is increasinglyworking with other organisations to develop a collaborative project to provide training support(usually from the Overseas Development Administration) for UK-linked courses. 

2.4.8.3 	 In the past EWCO has relied on external funding for its training support and this is likely tocontinue in the near future. There isaproposed European Community-funded project which will
focus on developing three of the national parks in southern Ethiopia. The project would like totie into any future PARCS activities ",nd will provide some support for in-service training, as well as more traditional support for Mweka scholarships and masters courses in Europe. 

2.4.9 	 What kinds of training should be recommended? 

2.4.9.1 	 With the lack of formal training institutions within Ethiopia offering wildlife management as a
main field of study, emphasis should continue to be placed on sending EWCO staff to MwekaCollege to receive formal training at the diploma and post-graduate diploma levels. Recognisingthat at present Mweka does not adequately meet all the needs of EWCO, the organisation should
plan to supplement these gaps through an in-service training programme. Such a programmewould consolidate the present staff's experience and it would also provide an opportunity tointroduce new skills into the organisation at several levels ie both for PAMs in the field and forheadquarters staff. The results of the PARCS survey could form the basis for designing an inservice training prograrmne which might include the opportunity to attend short courses run byother organisations within the country, but more importantly to run courses within EWCO. 

2.4.9.2 Some EWCO staff would like to continue their career development by undertaking a mastersdegree. This would be appropriate provided the specific skills which would be learned reflectthe needs of the organisation and would help EWCO reach specific objectives.to 	 Thedevelopment of a more detailed training plan would allow EWCO to set training in the contextof its futuve activities and its role in protected area management in Ethiopia. In the past EWCOstaff have gone to Europe for masters studies, but openings in Africa should be considered assuch courses may be very relevant as well as less expensive. Another cost-effective option,which could be explored, is for EWCO staff to enrol on a correspondence course to attain amasters degree. Although working in this way towards a degree requires considerable self
motivation aAd discipline, it might be suitable for some staff members. 

2.4.9.3 	 As the newly formed regional governments consolidate the roles of their natural resources
bureaux, a new cadre of people responsible for the management of wildlife and natural resourceswill become established. EWCO's relationship with these bureaux iscurrently being defined and
it may be that more EWCO staff are assigned to regional posts. This has implications fortraining within EWCO, but also raises the question of whether there would be advantages indeveloping some joint in-service training courses for EWCO and regional staff. The area ofcommunity conservation could be particularly relevant to this, as well as 	 the development of
integrated conservation and development plans. 
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PROI'ECIED AREAS CONSERVATION SI'RAI'tE(;Y (IAR(S): 'IRAININ(; NEEDS ASSESSNIEN'r 

rour orj anisations, the African Wildlife Frcndafton, Wildlife (nns,_rvatfio Internntiomal, World Wildlife Fund and the 
Biodivc'sily support progr.am arc working tlogehcr in n pr ( t called PARCS'. toOne of the min aims of the project i,;
identity the skills required for the jolI -f prolect-d 're, mnnagrer and to a;,es tihe Irainin g needs. 

To achieve lids we have developed a chart O time ylical Skil (c,,mptioci"e) reqired it dotime job of protcctcd arca 
manager. We would like you to assist is by doing two thmngs: 

0 to check the appropriatcness of the chatl to your job 

a to assess your current skill level for each component of the chart 

Bcfore filling in the questionnaire please read everything through very carcfully. This information will be conldcniial amid 
will be used to build tip an analysis of the training requirements for each country in Africa participating in the study. 

"he attached zhart has 17 columns and 12 rows. 

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

0 Row L will be used to idcnlify thc tyres of training you have alrcady reccivcd.
 

a 	 The first column shows 'accomntnlhililic, and rcqslonsililifics' associatcd with each division A-K. Please add any furthcr 
accountabilities and responsibilitie- specific ityour job hy writing in the relevant compartment. 

* 	 Columns 2-17 show the competcncies associated with your iob in terms of knowledge (2-7), mcnial kills (8-l i), social 

skills (12-14) and attitudes (15.17).
 

You will notice that some compartments are blank. 'I hese do not need toI be filled in.
 

KNOWLED(E (columns 2-7)
 

Knowledge has been grouped into four levels: 

I. None 	 has no knowledge (ifnbject matler indicated 
2. Some 	 awareness ol the sihiject and general applicability
3. Working 	 safficient knowledge inconplele roultin taks 
4. 	 In-depth a breadth and depth (if knowledge which enables initiative to be taken in 

non-routine siluatilons 

n/a = not applicable in present joh. Pileasc indicate your knowledge level. 

We would like you to go down each column 2-7 ani ill in the boxes.
 
In the left hand box put the number which corresponmls to your view of the level of knowledge needed to do the job
 

successfully. 

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

eg. in E5: 

In-depth knowledge oif relevant In.s 
and regulations p.fircarmm, nrrest, 
chnigiog and Imm:m rights 

Such an answer shows us that the person completing the luestionnaire agrees thai in depth knowledge is needed (4 in the 
left hand box). By putting 3 in the right hnd boxtIhe resptomdent has identified a training nr.cd. 

When you come to the bottom of each column please complete the comparfmcnt (t.) by showing which form of training 
has contributed mcl io your knowledge of the subject in the column. 1hese caltegorics could include: Formal wildlife 
training inslitutims (please specify with (Ilais), O)thor training opportunilics (cg. workshops, seminars), In-scrvicc formal 
training (organised by your department), On-the job training (skills learnt whilsl doing your job). 
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MENTAL AND SOCIAL SKILMS (conunins i-14) 

Mcnial and social qkill hlvc been gronped intn four lcvels: 

I. None 
2. Poor 
3. Safi,;factnry 
4. Gnod 

We would like you in go down each column 8.14 and ill in thc boxes. 

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

Thee indicate in the right hand box (,hadcd) your level of nhilily for ench pnrlictlar Akill regardles of whether it is
applicable to your present job. 

eg. In 179: 

determining true causes of visilntr 
dissalisfarlion & biehaviour (N 

Such an answer shows That ihis skill is required and lhe respondent has the required level of skill to successfully complctethis aspect of the job. Therefore in this particular case there is no identified training need. 
When you come to the bottom of each colu.mn please compIlet the compartment by showing which forms of training havecontributed most to your skills in the subject of the roltmn. se the categories described before. Please list the most
Important one first. 

ATTITUDES (columns 15-17) 

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

If you do not understand any of the questions in lhis queslionnaire plcase leave the boxes empty and move onto the next
question. 

In order for you to keep a record of your completed queslionnaires we are providing two copies of each section and a sheetof carbon paper. The WFIITE sheets (numbers I, 2, 3& 4)are to be returned after completion. You may keep all of theCOLOURED sheets. Once you have completed the que itonnAirc please carefully tear off the four white sheets and returnthem in the enclosed addressed envelope. 

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

Blodiversity 
AWF WFProgram Support 
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relalionshlp 

it .nsuresvynllillly of . tespronsllie and arroutnil'le fter Iltngits cftrnfrlual
 
arpIropriste nnlnienanee. repair and rehldlilnllon timn npl. rner tn slit lnd tter
 
InraIrlectrefe (witin conifirocltin
 
hudget) t rferommendln nddIInnal fnailllle
r 

t
C 	 E nsure ilnancll and * Accounlable and responsllie fnrall Insllt. honesty
 

accolntlng InlegrIly of revente generated and disbursenenl
 
the prrotected ores torecevedfmnn headquarters and rerrit.)

ureI * qesponfltle for accuratePrcmotntitg
 

I) 	 li'nasire development * Accrsunimbte fordevelopment of 4nfinual 
and achievement o pIon and budget of protered aiea
 
tactlcal plans and * Wes rnsibte forworklng within fie Agreed

budgets and Ion and budget
 
contribule to -	 Identify ortralelgc rlons In Ote pfe-lecteel
protected area 	 aIrea And cone littleto atatfenIr ptalnghtiIlratecJCplannlng ______________________ 

R 	 Ensure thai all Accountale rorenforcemenl of taw and 1 sner), Iolerant inethtrm' tInln balance l'olcrPnceto olhern'etvtllea vIthln the rlgttntllon rnn endrlftngsafe pnritre .s n r tAnd findlng view toI mnde pIfntn at
rotiected area cfon ly throni-ith-. the prolecled aren the need efbolth nlnlmleeconflict.. th Inlviand fronservallone and between protectedrelifnlons the lInvlved prfiles aorea and olhers 

1F lnsure orillmum * renlpohaite tar cn.ltetg thi the high-sl Needs to Necdx Ilevel$ of vlsIltrof Iee-CI of vslltors services and ptcrtlcea 	 demonstrate demonstrate belle Initllrfiaclon under his/her jullsdh'llonAe ntnlntnlneel cotmltmen to validity of IncludInlg
* 'conservatInn local communltle In 

protected area 
management and 
entelp Ies flinked to
tourism 

11 	Ensure Ireed * flelpfcnsihle for desist, Inplcmentnloln,
 
Inlerentifen and evaluation of Inlervenlntern
 
programmes are programmer to meet conwrvalIon
 
completed to buedgel objeclIves In the proteted area
 
and tlmelables
 

II 	 Ensure hiurmonloeus * Responslble And ccornuntnhle for desIgn

relationships with and fmrlenmentAllon of Aprogrrmnme in
 
nelghbourlng achieve harisonoirts refntloes
 

t
communities * 	 Responsible for InstillinK acceptnce ry
 
Itaff Of Ihe rale of local coneneerniflirs In
 
protected areasmanagenment
 

I N Aware of research * ResponsIble and accountabte tar ensuirIng Motor have an open mind to
 
acilvilles and prog es that research prrliamme I
ns Inmlemenfed research finetin[E

Ia l plan according to the. protected aren
 

conservallonot jectlveva and Imetnlteit MsiItsurpprrt rte of research
 
* as a cnmp-)nenl ofprorected 

iea management 

J 	 Represent the * Accountable tar ensuring thai the flonecly, Integrity tDemonatrated As Demonstrated asqprolecled area and Its prolecled area Is represenled In every Abiolule Absolute
Interests In public possible area Miml make clear when

meetlng sR eponslble torensurng fthrlthe representing the prolered area
 

Information available about the protected or a fornsonl view
airea Itup to daite 

o 	 Must never rtlllrlte the 
organisatlon openly 

K Phsure on aproplaioe 	 a Refiriornaleland accountable for deslgn Ilonnours conservatIon 
balance between and Implementatlon of reslostee oiiJect.es of renource
 
resource cinstervatlon manageiment/crrotcti ton altrnteies in meet mnisegenitel plan

and uoe In the protected area conservation cljerlhes

protected atem * Respoasible ind aCcountnalle forthe
 

prteIraton, nrprrnl, and Irplmcntntait.n
 
o&A resource conservation mnngement

plan far the protected area
 

I. 	 Training received 
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This chart Indicntes Me1prlnripnI atflitluc' (ifOwI.jr. All w(- rqrh i, 111.atyl llnswr Ihe fIofriwivg rp l,,s".
ou intil: 

As a manger how do y 

a. work ethics? 

b. commitment to conservntion? 

c. healthy attitudes to ndjnccnt cnlmtlnltics? 

(I you need mre space' use blank sheet on tire nc.t page) 

LAN(;UAGES 
Do you .peaks lanpuae understood Iy the focal 
communny a jacen-to our protected area? 

CORIPUI ERS 
Do ynot use computers? If so, in what ways? 
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TRAININ(; 1PRIORITIFs 

Ilaving completed tN%quemticnnivclof i, nf IIhMlo :f.' f,orttryi'ytir j hl, Itlt yol Illik inie tolrthree grenest Irninitg neelt V',mfrr i t',ffI;.k h: hecll Ie i-ro or l 1 w, 'iffr In ndhIt ts ic cd, (cg.
service, on-the-job, nr nfcr)?M 

I. 

2. 

3. 

This questionnaire was complefed by: .......................................................................
TiIle (no nnme cnee ed) 

Dceunrhuucn/Scctlhn 

.......................................................................
0.'1emit
y 

Dnte" ................................................... 

flow many years have you wsoked for your dcpnrlmiciu/iig-n;infiioi 7 

Iftliplcuilile, how many yenrs have yotu tlvccil chnige l.ir ia,po(lctdcl :gIru? 

Whnt Is the consqetvnton status of your iprotctedu mlcn? (e-. ialioutlk It. giume reserve tc) 

What Nome Li most represdlntive of fhl protcctcd nrt'nmillcr your umungctci7l? (plca c circle) montnue, savannuah,
marine, aqualkc, dry fnrest, moist rorest, desert 

Are you male 0- or temale 7 (PIcase tick npprolnlc hit) 

PARC.S REF NO: I)nfc recetlvel: 
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21-22 

Issues for discussion at tie Strategic Planning meeting for 
 the
 

College of 
 African Wildlife Management, to be held from 


September 1991, a: 
Mweka, Tanzania.
 

The Ethiopian wildlife Cqnservation Organigation, an one of thn Anglophnnn
 
African 
states, has been using the CAWN as its major training centre for
 

Wardens since 
 1965, almost without interruption. There is only Warden
one 


position in Ethiopia currently not 
filled by a CAWH graduate. All wildlife
 

technical positions at 
the lleadquarters, including that of 
the Manager, are
 

staffed with CAWH 
 trainees. Such a situation may be similar elsewhere in
 

Africa. This shows the vital 
role Hweka is playing in the conservation efforts
 

of Anglophone Africa.
 

I myself was a student 9f CR1H 
some twenty years ago. I vividly remember my
 

training course 
contents and the styles of teaching. Hlaving now worked up
 

through the ranks, I have become the supervisor of field wardens since 1981.
 

The current 1990/91 
courses offered at Hweka are very similar to the 
 courses
 

of my 
day, except one newly introduced course- "Han and Wildlife", 
which 


feel is apt and timely.
 

The 
main fact I have learnt through my long service is that the need of the
 

wildlife Harden position and the training Hweka gives for the purpose are 
 not
 

well correlated. The Warden position's function, I feel, is purely a
 

managerial one, perhaps of a special 
type, but undoubtedly the function 
is
 

that of co-ordlnating the four resoirces:
 

BEST AVAILABLE DOCUMENI
 

I 



* man
 

* money
 

. material
 

and
 

* equi pment 

to achieve the objectives of conservation. 

CAWI gives too much emphasis to the resource that is to be conserved, which 

may seem logical as it is the cause of the need for the co-ordination of the
 

[our resources mentioned. 
 The truth is that at least 90% of the Harden's
 

function in my country is this co-ordinating role.
 

The Warden function for which Mweka exists, is, as stated above, the 
general
 

managerial function, with the added function of liaison 
with the local
 

populace and government. The latter function is becoming increasingly
 

important with the ever-growing human pressure on conservation areas.
 

The concept of the wildlife profession as primarily Applied Biology, I feel is
 

not fully appiopriate, 
and to this effect it should evolve into a multi

disciplinary type of profession, amalgamating natural science with social 

science. Huteka should not be left to biological scientists. It should invite 

students of management, sociology and economics to respond to the multi

disciplinary needs of Protected Areas Hanagement. 

According to my analysis the 1990/91 Hweka curriculum gave 6.25% and 7% to
 

"Admninistration" in the first and second years respectively. 
The "Han and
 

Wildlife" course was only 7% which was offered in the second year. The 
offer
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of this latter course is a positive move, but the number 
 of credit hours
 

should be increased.
 

One of the essential elements lacking emphasis in 
the Hweka training, is the 
operation, maintenance and management of equipment, such 
 as vehicles and 
coirmnunication radios, which are ;ncreasingly important tools for the work. 

The call is timely for this Strategic Planning workshop to enable CAWH 
to cope
 

with the changing needs of 
the Protected Areas of 
today in Anglophone Africa.
 

laving broadly highlighted the training at Hweka, and the needs of 
 especially
 

the Warden position, I would like 
to put the needs in a nutshell, as follows.
 

Give emphasis to: 

Stile ge.iioul ,ia'gerial courses such as Personnel Management, Materials 

Management, Finance Management, Budgeting, and Economics;
 

* the humran aspects of conservation: Communication skills, 
 sociology,
 

Psychology, etc.;
 

the practical aspects of Patk 
 management, especially 
Communications
 

Radios, and Vehicle Maintenance;
 

tlhe international aspects of 
conservation through 
the employment of
 

instructors on an international basis in order to enrich the 
 students'
 

experience;
 

and: 

£ the incentive scheme for college employees.
 

Ato Tesfaye Ilundessa 

September 1991
Head, Conservation Division
 

Ethiopian Wildlife Conservation Organisation
 
Addis Ababa
 
Ethiopia
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Annex 3: Ethiopia Wildlife Conservation Organization employees trained at College of AfricanWildlife Management: 1965 - 1994 

Ser. Level of training 
No. Names 

I Tadesse G/Michael 
-I 

2 Daniel Tiruneh 

* 3 Lealem Berhanu 

4 Mesfin Abebe 

* 5 flagos Yohanes 

6 Kidane T/Michael 

7 Berhanu Asfaw 

8 Tesfayc flundessa 

9 Teshome Damena 

10 Abay Tadesse 

11 Andeberhan Kidane 

* 12 Aseged Tiruneh 

13 Getachew Tedla 
* 14 Taye Teferi 

15 Abdu Mohamed 

16 Yitayal Kebede 

17 Mekurea Ayele 
* 18 Awegehew Teshome 

19 Fasil Tekle 

* 20 Yilma Delelegn 

* 21 Leykun Abunie 

* 22 Kirubel Tesfaye 

23 Ketema Debele 
* 24 Mateos Ersado 

25 Yosef Getnet 

Diploma 
st Degree 

Diploma 

Diploma 

_ Diploma 

Diploma 

Certificate 

Certificate 
Dip 

Diploma
Degree 

Diploma 

Certificate 
Dip 

Post-Graduate Dip
Certificate 

Diploma 

Certificate 

Diploma 


Post Graduate Dip 

Diploma 

Diploma 
Diploma 

Post-Graduate Dip 

Diploma 

Ist Degree

MSc 


Post-Graduate Dip
Masters 

Post-Graduate Dip 
MSc 


Post-Graduate 

Diploma 


MSc 


Diploma 


,.--... 
:J L. ? 

Sources or Training 
Training fees Period 

EWCO 1965-1967
 
SIDA 1982-1984
 

EWCO 1965-1967
 
EWCO 1966-1968
 

EWCO 1966-1968
 
EWCO 1967-1969
 

EWCO 1968-1969
 
UNESCO 1969-1970
 
UNESCO 1983-1985
 

EWCO 1971-1973
 
Private 1982-1989
 

SIDA 971-1973
 

EWCO 1971-1972
 
SIDA 1979-1981
 

AWLF 1973-1974
 
EWCO 1973-1974
 

AWLF 1973-1974
 

EWCO 1973-1974
 
AWLF 1976-1979
 

AWLF 1S771978
 

AWLF 1977-1979
 

AWLF 1977-1979
 
AWLF 1978-1981
 

SIDA 1979-1980
 

SIDA 1979-1981
 
WCi 1992
 
DICE 1993
 

SIDA 1979-80
 
OSLO University 1989-1991
 

UNESCO 1981-1982
 
SIDA 1985-1987
 

AWLF 1987-1988
 
UNESCO 1981-1983
 
Bulgarian Govt 1986-1992
 
UNESCO 198 1-1983
 

O .! vEN 
., . 



Ser. 

No. Names 

26 Tadesse flailu 

27 Negusse Mengesha 
* 28 Mohamed Abdi 

29 Jernal Mohamed 

30 Mohamed Ibrahim 

31 Petros Andamo 

32 Alemayehu Bedada 

33 Genene Shirkite 

34 Tesfaye Melaku 


35 Zelealemn Tefera 


36 Belete Ayele 


37 Kassa Abuhay 

38 Taye Zewde 

39 Aster Bogale 

40 Nemaneh Jagiso 

41 Bati Chego 

42 Fekadu Tefera 

43 Abdurahiman Kubssa 

44 Almaz Bayero 

45 Kefyalew Sene 

46 Yibeltal Alemu 

47 Aseged Gobre 

48 Yosef Lemessa 

49 Bereket Netsereab 

50 Deresse Degene _, 

Level of (raining 

Post-Graduate Dip 

Diploma 

Post-Graduate Dip 
MSc degree 

Diploma 


Diploma 


Diploma 


Diploma 


Diploma 


Diploma 

Diploma 


6mths training 


6 mths training 


6 mtlis training 

3 mths training 

Diploma 

Diploma 

Diploma 

Post-Graduate Dip 

?ost-Graduate Dip 

Post-Graduate Dip 

Diploma 

Diploma 

Diplo:na 

Diploma 

Diploma 

Sources or Training 

Training fees Period 

SIDA 1982-1983
 
1 DSE 1984-1986
 

IUNEP 1986-1987
 
OSLO University 1991-1993
 

IUCN 1985-1987
 

DSE 1987-1989
 

DSE 1986-1988
 

WWF 1987-1989
 

UNESCO 1987-1989
 

UNESCO 1986-1988
 

WWF 1988-1990
 

SIDA 1983
 

SIDA 1983
 

SIDA 1983
 

SIDA 1983
 

WWF 1989-1991
 

!UCN 1989-1991
 

NYZS 1989-1991
 

OSLO Univ. 1991-1992
 

OSLO Univ. 1991-1992
 

WWF 1991-1992
 

DSE 1991-1993
 

DSE 1991-1993
 

UNESCO 1991-1993
 

WWF 1992-1994
 

AWF 1992-1994
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..3.5.a. PAMs g,-p a, ialysis relative to PARCS 2.3.5.a. PAMs gap analysis relative to PARCSTecnrl.-: 'Iwlege:_Ethiopia Planning Knowleoge: E!hropa 
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.3.5.a. PAMs gap analysis relative to PARCS. 2.3.5.a. PAMs gap analysis relative to PARCSManagement Knowledge: Ethooa 
gai nowiecge Er~oia 

IN a100...
o . 
1. .........................................................
 

80~ 
40 .... ........... . 60 . .
. . ..
 

40 .....
201 iH L....0i 
,, 

18 19 2 21 22 23 24 25 28 27Amief:n 9 noo 13 ( Ai s Cz 0 2 .1 

@3. 

P
 

mw en 1 P I ~ s A 1 .7 4 C; 



2.3.5.a. PAMs gap analysis relative to PARCS 
Policies & Procedures Knowledge: Ethiopia 
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A. INSTILLING WORK E"111(C
 

Al. referring staff regularly in Adminiqtratlve Orderi on cndes of work conduct And behaviour in %taffmeetings. seminasl.
 

A2. showing hard work end dedication thrngh example.
 

A3. ensuring objectives of the organi ation Areexplained
to 'tanf. 

A4. acknowledging good work in others while positively criticiking had work.
 

AS. showing tolerance to others' points of view.
 

A6. showing understanding when taking dliciplinary measurei.
 

A7. providing attentive supervision instif's
work. elpecially when new responsibilities are given. 

AS. developing performance ippraisal schemes. 

A9. encouraging subordinate staff toparticipate In programme forsulation. 

AIO. cultivating good working relationships which creates nppon for insinction. 

All .	 ensure that staff are suitably equipped and motivated As regardi their training and tools (eqlttpmers) 
efficiently. 

AI2. 	 never criticise organlation openly. 

A13. 	 respect agreemensa. 

AI4. Iving others reqnalhility.
 

AM. objecivity and justice of personnel.
 

8. ISTII ING 02MMtI ITM]dT TO CONSERVATION 

needed in perform 

I. 	 ahowing dedication to national, regional and local coniervation ohectives or give esanle of commalm to cnserv tlion. 

92. 	 eaplaining to staff the value of conservation hy conducting regslIar In-service refresher courses on corservaton ethics. 

93. 	 demonstrating the Importance of conservation In relation inhuman needs. 

84. 	 becoming Involved In extenslor conservation activities, epecilally with school groUpa/wildlife clubs. 

95. 	 participating In the des!gn, it, :ementation and analysis of effective law enforcement programmes. 

B6. 	 teaching protected are management that fully covers cnnservation concept. 

B7. 	 dis ragenenm of activities contrary to the ethics of conservation e.g off mad driving, killing animals, animal dstumance 
etc. 

98. 	 provide Incentives for conservation staff eecially the wardens who are lowly paid for outstandirj performances etc so as to 
modvate them. 

99. teach cost and benefits of conervation.
 

BI. studying past conservation efforts and plans and learning from experiences of others and causes of their successes and
 

failures.
 

all. providing necessary working tools.
 

B12. reward parks or conservation areas with outstanding conservation records. 

81,. researching continuallyon animal population, behaviour and habitat. 

B14. regulating and controlling exports and imports of scheduled and non-scheduled animals. 

113. delegating re.sporolilfty to others.
 

BI. active participation of PAM In conservation activities with regular surveillance of work carried out by staff.
 

C. 	 JNSTI..N4G nHAHY AITTTVDrS TO ADJACENT COMMMNITES 

CI. 	 accepting te validiy of cormsuniy participation In protected area management and Involving them. 

C2. 	 listening to and desoasnating willingness to understand community areas. 

C3. 	 Itructssg staiff os th va." of hartmnloua relations whh adjacent comrinities to the coniervation objectives of protected 
areas. 

C4. 	 Wing an Ktive role In conflict resolutiof (e.g. problem animal control). 

C5. 	 taking o rtssnitles to provide ernployment for local communities as appropriate in the conservation ob)ectlves of the 
protecrecdarea. 

CG. maintaining it local communities, And getting staff involved In keeping communities up to date with conservaillndis" 
developie is In the area. 

C7. seeking ways In which tangible benefits can acence to communities without jeopardising the are' conservation njectives.
 

Co. education for local comnsuni les In conservation.
 

C9. law enforcement.
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