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EXECUTIVE SUMMARY
 

KENYA
 

TRAINING NEEDS AND TRAINING OPPORTUNITIES ASSESSMENTS 

Introduction 

Protected Area Managers (PAMs) a vitalplay role in the protection and conservation of Africa's richbiological resources. Protected 
requiring technical 

area management in Africa is becoming an increasingly complex taskskills 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 P ,RCS (Protecteo Area Conservation Strategy)project seeks ways to facilitate the process of addressing training needs in skills which PAMs themselves
recognise i deficiency. 

The PARCS traininf needs and training opportunities assessment address two questions: (i) 'What is neededin respect of PAM training to enhance the conservation of Africa's protected areas?', and (ii) 'What can bedone to provide such training for PAMs?' 

A questionnaire was designed to gather data on the skills required for protected area management and levelsof skills PAMs currently possess. Differences be'ween skills needed for the "b and those actually possessedare recognised as a training need. Further information on training needs and training opportunities wereobtained through interviews with PAMs and their supervisors. 

Training Needs Assessment
 

Within Kenya, 
 the PARCS survey only focused on the Kenya Wildlife Service (KWS) because a recenttraining needs assessment had been completed for the Forestry Department.implementing KWS is at presenta large scale project of institutional reform and is receiving significant funds from manydonors as part of the 'Protected Areas and Wildlife Service (PAWS) project. Training is seen as the mainveh.cle for building KWS's long-term institutional capacity and KWS has developed a comprehensivetraining programme and secured funding of US$7 million over the five year PAWS project period. A long­term training plan' has been designed to ensure that all protected area management staff are trained in thefields appropriate to their present responsibilities. Although the training programme was on-going at thestart of the PARCS survey, KWS felt that the results of the PARCS analysis would be of interest to theorganisation and could contribute to defining some specific training needs. 

Thirty two PAMs, four Field Operations Directors (FOD), and one field associate completed questionnaires. 
Analyses of questionnaire data provided the backbone of the training needs assessment. The levels of skills 
required for the job (as set by PARCS2 in the questionnaire) were first validated to ensure that the 

A training plan isdefined here as a structured programme that operates in apre-set timetable to ensure that all protectedarea management staff receive adequate and appropriate training prior assuming their posts.to Italso providesprofessional 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. 



questionnaire truly reflected the scope of responsibilities held by PAMs in Kenya. Training needs for eachskill/competency were determined by a 'gap analysis' which compared PAMs current skill ;evels with those 
that PAMs considered were needed for the job. 

PAMs identified training needs in the following general areas: 

Knowledge Skills: Policies and Procedures 
Technical 
Legal 

Mental and Social Skills: 	 Written
 
Creativity

Problem Analysis
 

However PAMs and KWS senior staff and associates identified the following as priorities: 

Panning 
Management 
Technical knowledge 

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

* Awareness of research activities and progress against plan 
* Ensuring appropriate infrastructure within hudget
 

However PAMs and KWS senior staff and associates identified the following as priorities:
 

* Ensuring harmonious relationships 	with neighbouring communities 
* Representing the protected area and its interests in public meetings
• Ensuring an appropriate balance between resource conservation and use in the protected area 

With the income from national p. :ks and the PAWS project providing adequate operating funds, the mainconstraint on PAMs meeting their job responsibilities include lack of appropriate skills in certain key areas.KWS feels that its ongoing in-service training programme will address the needs of wardens in the field andwithin the rest of the organisation. KWS will continue to send members of staff to formal training institutes 
as part of its overall training plan. 

FODs' training needs were identified as: 

* Strategic planning

" Development of policies
 

It was fclt that in-service training for 	senior management staff would be an appropriate ways to build 
knowledge and skills in these areas. 

Training Opportunities Assessment 

A training opportunities assessment was undertaken. Kenya has an extensive spectrum of relevant trainingopportunities, particularly the traditionalin area of formal wildlife training and newer areas such asmanagement, planning and community conservation methodology. 

As part of the opportunities assessment teachlng staff at Moi University completed questionnaires to indicate
the level of skills taught on the BSc course in Wildlife Management. 

2
 



Recommendations 

The findings of this PARCS country survey are consistent with the training needs perceived by KWSare perhaps useful in that they provide perspectives from the wardens themselves, and add 
- and 

to the datainformation which KWS is collecting as a basis for monitoring its training programme. 

In early 1994 KWS will undertake a training needs assessment for the whole organisation. The results ofthe PARCS assessment will be available to the KWS staff and the consultants who will be involved. TheThe results which might specifically be of use are the findings on skill levels in the mental and social skills.KWS training staff could work consciously to include methods of gaining these skills into in-service trainingcourses. The other finding of tile relative importance of on-the-job training as a method of skill transferis interesting. Focus could be put into giving on-the-job training a more structured approach, perhaps withmonitoripg programmes developed at park level for new recruits. This would draw upon the considerablebody of expertise in certain skills within KWS and contribute to enhancing institutional memory in these 
sectors. 
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SECTION 1 

PROTECTED AREA CONSERVATION STRATEGY (PARCS) 

1.1 TFl-E APPROACH 

1.1.1 Africa's system of National Parks and Protected Areas constitutes one of dhe most importantsafeguards of the continent's rich biological diversity. Protected Area Managers (PAMs),decision makers in the field, play a critical 
the 

role 	in the overall functioning of these areas. Inrecent years a number of observatiois on factors constraining effective Protected Areamanagement, drawn from experiences in tiie field, have been made. They include: 

a The job ofa PAM is becoming an increasin. y more complex task, requiring technical skilisrelating not only to wildlife and tourism, but to management, planning, law, policies,
firnance and accounting as well. 

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

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

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

Few data exist on the effectiveness, relevance,e 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 traditional
the conservation sector need to be
identified 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 Pre !cted Area Manager training to er'iance 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 cfforts that respond to their neeos? 

This 	is to be done by: 

a 	 undertaking a participatory assessment of training needs, priorities, constraints, andopportunities 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 threeregions 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 neeCs 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 

11 identify potential activities to evaluate appropriate training methods 

1.3 OVERARCHING 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 

1.3.2.1 What are the responsibilities of a PAM? Are these responsibiities universally recognised? 

a What are the descriptions and understandings of the responsibilities of a PAM currently
declared by resource management authorities? 

b What are the responsibilities recognized by PAMS? 

c How do PAMs' perceptions compare with PARCS' perceptions? 

d How do trainers' perceptions compare with PARCS' perceptions? 

e Has the job of 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 fhe constraints on meeting these responsibilities? Where does training fit in? 

a What are the overall constraints? 

b What is the impor' nce 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 the deficiencies?
 

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

b Are there differences between biomes in the technical knowledge of PAMs?
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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 perceived by PAMs between self-evaluated skills 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), Wildlife
Conservation Society (WCS), and World Wildlife Fund (WWF). AWF is the lead organisation
in east Africa, WWF leads PARCS in southern Africa, and WCS has ass'umed 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 
Drvelopment (AID). Supplementary funding has been provided by WWF, with AWF, WCS andW ;F 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 PARCSassessments in the field. Barbara Pitkin of BSP coordinated the overall activities of thecollaborative group whilst Deborah Snelson provided field coordination of PARCS activities fromthe 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 inNairobi in August 1992. The workshop was facilitated by Peter Woolf of Price Waterhouse, andattended by Barbara Pitkin, Michael Dyer, Annette Lanjouw and Deborah Snelson. 
1.4.5 	 After the ,- rkshop, the methodology was reviewed by a number ff key members if theconservation community in Kenya and Zimbabwe and 	a samp!ing of wardens from severalAfrican countries. The Regional Manager in southern Africa conducted a trial assessment oftraining 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 needs assessment for the following reasons: 

a 	 The questionnaire could be designed as a matrix and serve as an efficient and practical way
to presecut the array of specific skills required for the job of a PAM (see annex 1) 

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

c It would provide a qualitative and quantitative means of assessing training needs 
d 	 It would lend itself well to standardized data extraction, manipulation, comparison and

analyses across the three regions of Africa 

1.5.2 	 A strength of the questionnaire is that it is not just a means of gathering information, but it isa training tool in and of itself. The 	process of leading the PAM through the questionnaire wasdesigned to stimulate thought and discussion on the important facets of Protected Areamanagement - 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 highestranking 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 theassessment in each country, it was necessary to carefully examine organisational structures and
job descriptions. 

1.6.2 In some countries problems in Protected 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 deemedit possible and desirable, the assessment broadened to include the level of management above thePAM, i.e., Field Operations Director (FOD) at departmental headquarters. 
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1.6.3 

1.6.4 

1.7 

1.7.1 

1.7.2 

1.7.3 

It is also recognised that in many cases the job of PAM will eventually be filled by individualsimmediately below this level (depending on organizational structures and the procedures of theorganization). The Regional Manager and his/her core team representative may therefore havedecided to include in the assessment, individuals directly below the PAM. In Tanzania, forexample, there are senior wardens, wardens, and assistant wardens, so assistant wardens maybe included in the assessment. In countries such as Zaire, where there are rarely managerialpositions below the PAM, lower levels would not be included. 

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

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

assistant warden) and other individuals who are likely to. 

b Protected Area Manager (PAM); 

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

d Field Operations Director (FOD) 

e Trainers/lecturers at wildlife institutions where PAMs receive training 

f Research Officers 

TARGET COUNTRIES 

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

Practical realities, however, inevitably dictated that in-depth assessments could only be done insome countries, limited assessments in others' and no assessments in yet others. In-depthassessments involved in-country site visits and followed the methodology described in thisdocument. Limited assessments involved more cursory assessments, often conducted fromoutside the country using means available (limited use of the questionnaire through selectiveinterviews and mailings, collection of baseline data through telephone interviews, literature
searches, etc.). 
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 war/unrest 

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

e potential for follow-on activities 

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 stationedheadquarters that person was also contacted. 
at 

The initial meeting could be simply an informalone where the Regional Manager describes the PARCS project and requested information to becollected 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 information 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 them?plans 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 officers (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 ofgovernment programs and interests in training. The government (Department) was thereforeinvited to plan how PARCS was conducted for its country. At thc formal meeting at HQ abriefing was given on how the PARCS assessment could be admiiistered. 

1.8.3.1 The preferred (PARCS) strategy for conducting the questionnaire was for the Regional Managersto hold interviews and discussions with PAMs and make site visits to directly observe ProtectedArea management. The Regional Managers however had to tailor their approach to individualcountry 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 torecommend people to talk to about training opportunities. 

1.8.5 RMs might then have arranged meetings with FODs during which they were asked to completethe needs assessment questionnaire as an independent validation of PAMs' own responses. It wasexplained 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 intendedto be an informal discussion. The RM presented the following as the main aspects of the FOD's
job thot may carry training needs: 

a Strtegic planning 

b Deveiopment and compliance of policies, procedures, and standards
 

c Representation of organization and public relations
 

d Planning uptimal 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 

I 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 thelist. The FOD wa. then asked what kind of training is needed to accomplish these tasks, whatwere his/her three pi iority ?raining needs, and what are the constraints to obtaining this training. 
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SECTION 2 

TRAINING NEEDS ASSESSMENT 

2.1 INTRODUCTION 

The primary focus of the PARCS training needs assessment in Kenya were PAMs in the Kenya
Wildlife Service (KWS). Although (he Forestry Department is responsible for the management
of protected areas, it was not included in the survey because a recent assessment of training needs
had been made as part of the Kenya Forestry Master Plan and training programmes are underway
or planned (MENR/FINNIDA 1992, KIFCON 1992, KIFCON 1993). 

In 1990 the status of the Wildlife Conservation and Management Department (WCMD) changed
and a new parastatal the Kenya Wildlifie Service was established. KWS prepared 'A Policy
Framework and Development Programme 1991-1996' (KWS 1990) - known as the 'zebra book' ­
to achieve its conservation goals (see 2.1.3 below). KWS's strategy is to ensure tnat wildlife 

assumes a positive role in the lives of rural people who share the land with wildlife, and to 
develop the income-generating capacity of the sector in a manner compatible with conservation 
concerns. KWS immediately sought and secured donor assistance to support the proposed 
programme. A five year project - the Prolected Areas and Wildlife Service (PAWS) project -was 
designed to support the first phase of KWS's ten-year wildlife sector development programme
(World Bank 1992). The main components of the PAWS project are: 

0 	 Development of KWS's institutional capacity through material support, technical assistance 
and a substantial training programme for management and technical staff 

* Rehabilitation of park and reserve infrastructure
 
" Establishment of a community wildlife programme

" Expansion of the wildlife education programme

" Strengthening of KWS's planning capacity

• 	 Revitalisation of KWS's scientific research 
* 	 Maintenance of the effectiveness of the Wildlife Protection Unit. 

The project has secured funding of over US$ 120 million for its implementation, although some 
of these funds have yet to come on line (Bensted-Smith 1993). 

The existence of the PAWS programme and its emphasis on training (see 2.1.4 below) was 
unparalled in all of the protected area authorities surveyed in the PARCS project. In due course 
the project will present an interesting opportunity to evaluate the effectiveness of implementing 
a well focussed training programme. Although many protected area authorities are unlikely to 
receive such significant funding for training, there are sure to be lessons to learn on training
methodologies, and where maximum impact was achieved, which could be useful for other 
countries. 

2.1.1 Summary of Kenya's Protected Area system; 

Please see Figure 1 (IUCN 1992). 
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Figure 1: Summary of Protected Areas 

National/internolonal designations
Name of area 

NationalParks 
Aberdare 
Amboseli 
Chyulu 
Hell's Gate 
Kora 
Lake Nakuru 
Loagonot 
Malka Mari 
Meru 

Mount Elgon 
Mount Kenya 
Nzirobi 
01 Donyo Sabuk 
Ruma 
Sibiloi 
South Island 
Tsavo East 
Tsavo West 

Marine National Parks 
Kisite/Mptnguti 
Monibasa 
Ras Tenewi 
Watamu 

Nature Reserves 
Arabu., Sokoke 
Nandi North 
South-Western Mau 
Uaso Narok 

NationalReserves 
Arawale 
Bisanadi 
Boni 
Buffalo Springs 
Dodori 
Kakamega 
Kamnarok 
Kerio Valley 
Lake Bogoria 
Losai 
Marsahit 
Masai Mara 
Mwea 
Nasolot 
Ngai Ndethya 
North Kitui 
Rahole 
Samburu 
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Area Year 
(ha) notified 

76,619 1950
 
39,206 1974
 
47,090 1983
 

6,800 1984
 
178780 1989
 

18800 1967
 
5200 1983
 

87600 1989
 
87044 1966
 
16923 1968
 
71759 1949
 
11721 1946
 
1842 1967
 

12000 1983
 
157085 1973
 

3880 1983
 
1174700 1948
 
906500 1948
 

3900 1978
 
1000 1986
 

33000 1991
 
3200 1968
 

4332 1979
 
3434 1978
 

43032 1961
 
1575 1981
 

53324 1974
 
60600 1979
 

133900 1976
 
13100 1985
 
87739 !976
 
4468 1985
 
8774 1983
 
6570 1983
 
10705 1970
 

180680 1976
 
208800 1949
 
181000 1974
 
151000 1976
 

6803 1979
 
9200 1976
 

21209 1979
 
74500 1976
 
127000 1985
 



National/international designations IUCN management Area Year 
Name of area category Qha) notified 

NationalReserves (cortinued)
Shaba 
 II 16500 1974
Shimba Hills 11 	 23910 1968
South Kitui VI 183300 1979South Turkana VI 109100 1979Tana River Primate II 	 16900 1976 

Marine NationalReserves 
Kiunga 
 VI 	 25000 1979
Malindi VI 21309 1968
Mombasa VI 	 20000 1986
Mpunguti 
 VI 	 1100 1978
Watamu VI 	 3200 1968 

Biosphere Reserves 
Amboseli IX 483200 1991Kiunga Marine National Reserve ix 	 60000 1980Malindi-Watamu IX 19600 1979
Mount Kenya IX 71759 1978
Mount Kulal IX 700000 1978 
Ramsar Wetland 
Lake Nakuru National Park R 18,000 1990 

Source: IUCN 1992. 

2.1.2 Protected Area authorities 

Kenya has two national protected area authorities: the Kenya Wildlife Service (within theMinistry of Tourism and 	 Wildlife) and the Forestry Department (within the Ministry ofEnvironment and Natural Resources). Most national reserves and 	 trust land forests areadministered by county councils.
 

The organisational structure of KWS is presented in Figure 2.
 

2.1.3 National conservation strategy & conservation objectives 
2.1.3. 1 Responsibility for environmental management lies with the National Environment Secretariat (alsowithin the Miniztry of Environment and Natural Resources). The Secretariat is currentlypreparing a national conservation strategy with assistance from IUCN. 
2.1.3.2 The primary focus of the PARCS assessment is the Kenya Wildlife Service. The goals of KWS 

(KWS 1990) are : 

* 	 to conserve the natural environments of Kenya and their fauna and flora, for the benefit ofpresent and future generations and as a world heritage 

" 	 to use the wildlife resources if Kenya sustainably for the economic development of the
nation and for the benefit of people living in wildlife areas 

" to protect people and property from injury or damage caused by wildlife. 
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2.1.4 Existing training programmes 

2.1.4. 1 	 Prior to tie establishment of KWS, WCMD did not have a training programme. Indeed several
staff who had served the department for many years never received any form of in-service
training and this had contributed to the low skills level and morale within the organisation. Manystaff were not qualified or motivated to undertake management roles and KWS inherited the need 
to train most of its staff. 

2.1.4.2 	 It is not surprising, therefore, that training is an integral part of the PAWS project and is the
main vehicle for building KWS's long-term institutional capacity. A training plan has beendeveloped 	 and is included in Annex 	 2 (World Bank 1992). The PAWS project is financingsupport for than person of andmore 2,000 months training this ranges from short-term
workshops 	to post-graduate studies in Kenya and overseas for both management and technical
specialist training. The funds available for this training programme are US$ 7 million ie about
6% of the overall PAWS budget. The principal donors are the World Bank, United StatesAgency for International Development, Overseas Development Agency and the Royal
Netherlands government. 

2.1.4.3 	 KWS has appointed a training manager - see Annex 3 for job description (World Bank 1992) ..
who is responsible for the identification and coordination of training throughout KWS. The
Community Wildlife Service (CWS) also has a Training Coordinator who is responsible for thetraining programme being undertaken by the CWS through the Conservation of Biodiverse
Resource Areas (COBRA) project. This programme incluues training for KWS staff as well asmembers of local communities working with KWS within the community wildlife programme.An outline of the CWS training programme is presented in Annex 4 (Murphree 1993). 

2.1.4.4 	 The Training Unit within KWS is still being established but in the interim several trainingactivities have been initiated to help KWS staff to cope with their increasingly demanding workenvironment. These have included workshops in strategic planning; annual workplan
preparation; management techniques; financial control; as well as technical subjects. An overalltraining needs assessment for KWS staff is currently being undertaken by KWS and an externalconsulting 	company. The first step has been to assess jobs within KWS and has looked at the
knowledge and skills which different categories of staff require to carry out their jobs efficiently.This has resulted in the preparation of job descriptions for KWS staff which are currently beingfinalised (See Annex 5). The next step in the assessment will comprise three activities. Theactual training needs of individuals will be assessed; a performance appraisal system will beestablished and an organisational audit will be undertaken to clarify reporting relationships. Theresults of the PARCS assessment of training needs for PAMs and Asst. PAMs will be available 
to KWS and the consultants. 

2.1.4.5 KWS has recently been given authority to manage the Naivasha Wildlife and Fisheries Training
Institute and this will form the location for the bulk of KWS training programmes after arehabilitation project has been completed. KWS intends developto an in-service trainingprogramme at the institute and a workshop to discuss preliminary ideas for the development of a curriculum was held in September 1993. The results 	of the PARCS survey were presented atthat workshop and emphasis was placed on the need to develop mental and social skills as well as knowledge skills as part of any future training programme. 

2.1.4.6 	 It is likely that a series of inter-linked modules will be the basic design for in-service courses atNaivasha and the Community Wildlife Service is currently establishing such a course (Abdouch1993). The CWS course is intended to become the primary in-service training mechanism for 
commLnity wildlife wardens. 
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2.1.5 	 In-country PAM profile 

2.1.5.1 KWS is currently working to devolve responsibility onto its park wardens and to decrease therole of the headquarters in many aspects of park management. Wardens are being encouragedto develop annual work plans and budgets, to become involved in the development of parkmanagement plans and also to contribute to the overall planning within KWS. 

2.1.5.2 KWS has recently developed job descriptions for park wardens (PAMs) and deputy park wardens(Asst. PAMs) and these are included in Annex 5. Figure 3 represents a typical complement of
KWS personnel within a park. 

2.1.5.3 	 KWS has many wardens who have been in service for many years. Recent recruits for assistantwarden posts are usually graduates of Moi University or Egerton University and hold degrees
in wildlife management or range management. In the past 	WCMD sent staff to the College ofAfrican Wildlife Management at Mweka for training, but the numbers of Kenyans attending hasdeclined in recent years. This is partly because funds were not available for the College fees,but also because of the increasing pool of new qualified graduates from Kenyan universities 
seeking employment. 

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 above 70%, thequestionnaire was considered 'validated' with the levels of knowledge set by PARCS being
considered 	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 least
the 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-specific methods 

2.2.2.1 	 The PARCS survey was undertaken between October - November 1992. In Kenya 32 protected
area managers, 4 FODs, 9 Trainers (from Moi University) and I Field Associate all completed
questionnaires. 
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2.2.2.2 	 At the start of the project interviews were held with the Director of KWS and the KWS Training
Manager. The Director approved the PARCS project being undertaken within KWS but askedthat th' questionnaires were mailed out to PAMs. This was because KWS staff had been
attending many in-service training workshops as part of KWS's institutional reform and he was
reluctant to keep having to call PAMs out of the field to attend workshops. He preferred f11L.
PA Ms "ould be allowed to complete the questionnaire at a time which suited them best and did 
not interfere unduly with their work schedules. 

2.2.2.3 	 This method of administering the questionnaire had advantages and disadvantages. The main
advantage 	was the large number that could be sent out - 60 were sent out and 32 returned. The
disadvantage was that the PARCS Regional Manager (RM) did not have an opportunity to talkto individuals about their perceived training needs and thus did not acquire anectodal information.It also meant that the interpretation of the results drew directly from (lhe information provided
through the questionnaires, although the PARCS RM did also draw upon her experience andinteractions with KWS staff through other AWF projects as a basis for making the
interpretations. 

2.2.2.4 	 The PARCS questionnaires (with stamped-addressed envelopes for returning completed
questionnaires) were sent out by the KWS Training Manager and returns were posted directly
to AWF. A preliminary analysis of training priorities identified by PAMs was presented to KWSand the results were published in the KWS newsletter in December 1992. After the main data
analysis had been completed a presentation of the rcsults of the PARCS survey was presented to 
a KWS curriculum development workshop in September 1993 (see 2.1.4.5). 

2.2.3 	 FODs comments on training needs 

2.2.3.1 	 In addition to having one FOD complete a questionnaire, the PARCS RM intervIewed the Deputy
Director (Wildlife Services) to discuss the PARCS training needs assessment. 

2.2.3.2 	 With regards to training at senior management level the FOD was asked the questions set out in 
para. 1.8.6. Strategic planning and development of policy were the two areas where there were
recognised training needs. These should be addressed through short courses designed for senior 
personnel as the skills could not be learned on-the-job. 

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. 
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f Data sheet F: for listing the three training priorities identified by respondents linking them 
to the 16 Competencies and 11 Main Divisions of the Job in thequestionnaire. 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 

Tile question related to gender was added to tile PARCS questionnaire in December 1992.survey had already been completed for KWS wardens by that date and so no data 
The 

was collected 
on the gender of respondents. 

2.3 RESULTS 

The results of the PARCS survey in Kenya are presented below. A short paragraph follows eachset of results and provides a brief interpretation of those results within the Kenyan context. 
Throughout this section of the report reference will be made to figures and tables which provioeresults drawn from various analyses of questionnaire data. Each analysis figure and table isdefined by a PARCS number which generally refers to the paragraph in the results section wherethe figure/table is relevant and may be presented. These PARCS numbers are to be used in allcountry reports to allow direct comparisons of training needs within and between countric 3in 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 PARCS number in parenthesis. 

All of the analysis was done using data from thirty two questionnaires completed by PAMs and
Asst. PAMs. 
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2.3.1 Data Collection Table (Table 1) 

METHOD 
POSITION Interviewsonly 1 2 3 41 5 ,6 7 Total 
1 Asst PAM 15 15 
2 PAM 17 17 

3 RM 

4 FOD (for PAMs) _1 1 
5 FOD (for own job) 3 3 

6 Trainer 

7 Researcher 

8 Field associate 

9 Private Sector PAM 

[Total [r[ -I ____ __36 37j
Fotal sample: n=37 

KEY: Regional Manager
I. Explain questionnaire to PAM/FOD and till out with RM nearby
2. Explain questionnaire to PAM/FOD and leave to fill out in own time
3. Explain questionnaire to PAM/FOD at workshop and fill out individually with RM nearby
Consultant 
4. Explain questionnaire to PAM/FOD and fill out with consultant nearby
5. Explain questionnaire to PAM/FOD and leave to fill out in own time
6. Explain questionnaire to PAM/FOD at workshop and fill out individually with consultant nearby 

7. Send out questionnaire by mail 

2.3.2 Background Information Sheets 

These were not collected for any protected area. 

2.3.3 Respondents' Years in Service/Years as a PAM (Table 2) 

Years of serviceRespondents 1-5 yrs 6-10 yrs > 10 yrs [ No response 

Years in service 2 12 17 1 
Years as a PAM _1[ 31 

More than half of the respondents had been serving as protected area managers for more thanten years and more than a quarter for over five years. 
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2.3.4 Validation Analysis for Knowledge 

2.3.4.1 dditions and Deletions to Accountabilities and Responsibilities 

See Annex 6 (PARCS 2.3.4a) for additions. 

2.3.4.2 Validation Analysis of Knowledge of PAMs and Asst. PAMs, relative to PARCS' scores 

a 	 To check the validity between PAMs' and PARCS' score for 'Knowledge' skills (columns2-7, 	rows A-K in the questionnaire), an analysis was conducted which compared the scores
Jven by PAMs in the left hand box of questions 1-64 under 'Knowledge' with those of
PARCS. A positive difference in score indicated that PAMs considered the level ofknowledge required to perform a given skill is lower that the level considered appropriate
by PARCS. Negative values indicated that higher levels of knowledge are required. An 
average score was then calculated. 

b 	 The score for this validation was 91%. This meant that overall KWS staff considered theknowledge levels suggested by PARCS as relevant to their situation and an appropriate
standard of comparison for the rest of the analysis. 

c 	 Where there was disagreement KWS staff felt that PARCS had mostly ranked the knowledge
levels slightly higher than was appropriate. This was in Technical, Management, Planning,
Legal and Financial/ accounting. KWS staff felt that Policy and Procedures was undervalued. Seven questions (out of 64) were considered to be very inaccurate. Those
questions which KWS staff felt could have lower knowledge levels were: 

Technical 
* some knowledge of cultural and historical context for the location of a protected area 
Management
* some knowledge of human resources techniques and their application as appropriate (eg

job evaluation, salary structuring, training needs)
* 	 some knowledge of obligatory role (attendance) and awareness of activities around 

protected areas expedient to attend 
Planning
* 	 some knowledge of development of research plans for the protected area 
Legal
* some knowledge of contract law (for writing contracts to sub-contractors)
* some knowledge of laws related to community development
* 	 some knowledge of the laws of slander and libel 

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

2.3.5.1 A 'Gap Analysis' was used to compare PAMs and Asst PAMs' 'Knowledge' scores against
PARCS' scores. This was designed to give an indication of the difference between PAMs and
Asst PAMs' perceived skill levels and skill levels deemed necessary by PARCS. The results areshown in Annex 7 (PARCS 2.3.5-". Each of the six sets of histograms, representing the sixcompetencies under 'Knowledge', show the differences in scores between PAMs and Asst PAMsand 	PARCS. Negative values indicate the PAMs' and 	 Asst PAMS' skill is higher than that
required for the job; positive values indicate the a training need, and zero values indicate exact 
agreement between PAMs and Asst PAMs and PARCS as to required knowledge. The greaterthe difference between PAMS' and Asst 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. 

21
 



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 in 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 presented in Table 3 below. Although tis 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. 

Table 5. Per!entage of questions in each competency in which at least 60% of respondents identified 
a training need, using the PARCS standard for comparison. 

Skill % PARCS StandardK 
Technical Knowledge 47 
Management Knowledge 20 
Planning Knowledge 33 
Legal Knowledge 44 
Policies & Procedures knowledge 80 
Financial Knowledge 33 

I'otal sample: n=37 (Asst PAMS & PAMS combined n=32) 
Policies and Procedures emerges as the competency with the highest percentage. The scores arestill relatively high for Technical Knowledge and Legal Knowledge as well. It is perhaps notsurprising that Policies and Procedures is an area where PAMs feel they need training, KWS hasa major institutional development project underway and new policies have been, and continue tobe, introduced and the associated procedures are being developed. Part of any such institutionaldevelopment should be the inclusion nf strategies to keep KWS personnel abreast of newinitiatives. The results pcesented here would suggest that PAMs do not feel that they are
sufficiently briefed to perform their jobs. 

For the purposes of desining a training strategy the above results are obviously important, butan understanding of which subject have particularly large training gaps is essential inareas 
helping prioritise development or attendance on training courses. The data collected can showthis in both competencies as well as in the main divisions of the job. 

The table below looks at wl it 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 4. The percentage of questions in which an average gap of about 2 wa, identified for 

knowledge competency areas. 

Skill 
PAM 
n=32 

_ FOD 
n I FAn=1 

Technical Knowledge 0 35 65 
Management Knowledge 0 0 30 
Planning Knowledge 0 50 83 
Legal Knowledge 11 33 44 
Policies & Procedures knowledge 10 30 60 
Financial Knowledge 0 67 33 

rotai sample: n= 37 
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The above results show that there are significant training needs in the subject areas of Legal and
Policies and Procedures. 

The above 	table also includes data from a Field Associate and a FOD ie target validators. It isinteresting to look at the differences across the columns. The FOD suggests that training needsare slightly higher than that suggested by PAMs across most subject areas. The Field Associateclearly feels that the training needs are much higher than those perceived by PAMs and the FOD(with the exception of Financial Knowledge). 

There is a similar trend when one examines significant training gaps for main divisions of the
job as shown in Table 5. 

Table 5. 	 Percentage of questions in which an average gap of 2 was identified by main division of the 
job. 

PAM FOD FA 
Skill n==32 n=1n=1 

A = Staffing 0 0 17 
B = Infrastructure 17 0 50 
C = Finance/accounts 0 25 25 
D = Tactical plans 0 50 0 
E = Laws and Regulations 0 0 80 
F = Visitors 0 86 100 
G = Interventions 0 60 60 
H = Community Conservation 0 38 63 
I Research 17 50 50 
J Public relations 0 14 29 
K = Resource conservation 0 50 88 

'otal sample: n= 37 

This table 	shows that wardens feel there are only two main divisions of the job where they havesignificant 	 training needs ie Infrastructure and Research. However both the FOD and FieldAssociate 	 feel that there are training needs across all main divisions of the job. This verydifferent perception is interesting and revealing. Infrastructure construction and research are bothtraditional areas of park management and the respondents are familiar with these areas and canprobably assess their skill levels in these areas well. Other main divisions of the job, such ascommunity conservation, tactic;,. planning and public relations, are newer 	aspects of the role ofthe PAM and the results seem to indicate that KWS wardens may not yet be familiar enough withthese areas to be confident in how to assess their skill levels. 

2.3.5.3 	 Specific Results 

The general results have shown that most of the respondents do not perceive that they have majortraining needs - although this is not confirmed by the FOD and Field Associate. The dataanalysis can show where the significant training needs, ie those with a score of 2 or 3, occur.For readers interested in more specific information, each competency is examined below and theareas where significant training needs for at least 10% of the respondents were found are
detailed. 
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-- 

-- 

-- 

a. Technical Knowledge (Wildlife/Tourism) 

Training needs (ie scores >0) were identified for 16 out of 17 skills (Column 2, Rows A-K)under Technical Knowledge. The greatest needs (scores ! 2) for at least 10% of the respondents 
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
* context of the protected area in the regional/national/global arenatypes, locations, trends and requirements of important natural and cultural resources in the 

protected area
 
types, locations, trends and requirements of threatened and endemic fatina and flora and the
key species of the ecosystem
 

-- environmental impact analysis techniques
 

= 	score of 3) 
The above list covers a range spectrum of knowledge skills. With the exception of the last oneon the list, all of the others are skills which may be covered in a formal training course (eg atMoi University or Mweka) but which will need to be reinforced within the context that a wardenfinds himself/herself working. These provide a good example of the kind of knowledge skillswhich an in-service training programme could be designed to cover. 

b. Management Knowledge 

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

knowledge of managing accommodation and catering facilities under protected area 
jurisdiction 

-- protected area vrsus people conflict management 
-- knowledge of the concept of public relations and methods of dealing with the media 

= 	 score of 3) 
These results confirm that the PAMs recognise that community conservation programmes areimportant, but that they lack skills to implement such a project. The Community Wildlife Servicehas a major training programme currently underway. With regards to the management of touristfacilities, most facilities in Kenya are leased to concessionaires and where they are under awarden's supervision these are usually simple and basic. It would be possible to provide wardenssufficient skills to manage these basic facilities to a high standard, through a short in-service 
course. 

c. Planning Knowledge 

Training needs (ie scores >0) were identified for all 12 of the skills (Column 4, Rows A-K)under Planning. The greatest needs (scores >2) for at least 10% of the respondents were 
identified in: 

* -- patrol planning needs 
* -- techniques in developing long and short-term visitor plans
* -- job planning related to interventions
 

resource conservation management planning techniques and methodologies

how to develop and implement protected area management objectives
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* -- how to develop and maintain a protected area management zoning system 

(* = score of 3) 

In many protected area authorities planning is often perceived as a separate activity undertaken 
by a discrete unit. This was the case in the past in Kenya however, within KWS this is now
changing and PAMs are increasingly being delegated with more responsibility and with this a
concomitant need to have good planning skills. Where PAMs feel they need training in planning
these needs are large. This competency emerges as a major training need for KWS. 

d. Legal Knowledge 

Training needs (ie scores > 0) were identified for all 9 of the skills (Column 5, Rows A-K) under
Legal. The greatest needs (scores >2) for at least 10% of the respondents 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 

* score of 3) 

This competency emerges as one where PAMs feel that they need to have more knowledge.
IKWS has recently appointed a legal advisor and is thus is building up its capacity in this area. 
From this work it should be possible to identify which laws and regulations are applicable to 
PAMs and to run short in-service training courses to familiarise them with these. 

e. Policies and Procedures Knowledge 

Training needs (ie scores >0) were identified for all 10 skills (Column 6, Rows A-K) under
Policies and Procedures. The greatest needs (scores >_2) for at least 10% of the respondents were 
identified in policies and procedures related !o: 

*-- staffing 
*-- infrastructure
 

-- accounting
 
-- national conservation strategy
 
-- laws and regulations within protected areas
 

visitors
 
-- interventions
 

* -- community conservation
 
-- research
 
-- public relations
 

= score of 3) 

The development of the Policies and Procedures for an organisation is usually the r,sponsibility
of the more senior decision makers and this was the case when the newly formed KWS produced
its 5 year development plan. However PAMs in many cases need familiar with bothto be 
policies and procedures to allow them to be effective in the field. The size of the above list,covering all of the 10 main division, of the job, confirms the findings in 2.3.5.1 that this 
competency is one of the most important areas where KWS should focus in future training 
programmes. 

f. Financial Knowledge 

Training needs (ie scores >0) were identified for all 6 skills (Column 7, Rows A-K) under
Financial/accounting. The greatest needs (scores :-2) for at least 10% of the respondents were 
identified in: 
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-- 
--	 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 

= score of 3) 

With the recent introduction of revenue sharing (now being implemented through the WildlifeDevelopment Fund) wardens are very aware of the need to track any form of benefit sharing withlocal communities. This will be very important for KWS as it seeks to show that wildlife andprotected areas can have a positive impact neighbouring communities.on 	 Under its currentdevelopment programme KWS has significant funding to allow park wardens to have an operatingbudget to undertake planned activities. The importance of good financial control is being heavilystressed and from the results it appears some wardens clearly would like further training in this.
This need can be met through in-service training in accounting procedures. 

2.3.5.4 Biomes 

The PARCS project also recorded information on biomes. In Kenya respondents were managing
savannah, forest, montane, aquatic and marine protected areas. 

2.3.6 Validation Analysis of Social & Mental Skills 

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

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

A score of 86% was recorded indicating that there was a agreement that the mental and social
skills described by PARCS were relevant to wardens in Kenya. 

2.3.6.2 'No' Response by PAMs and Asst PAMs 

The following skills were not considered relevant to KWS by at least 20% of the respondents: 

B 10 - creating adaptive solutions to infrastructural projects
B 13 - writing specification orders and instructions to a third party

E 14 - gaining cooperation of wrong doers
 
G 12 - giving clear instructions on technical intervention procedures

1 9 determining causes of why research programme is not to timetable
1 10 identifying opportunities for the application of research
 
I 11 evaluating the results of research and their application

[ 13 ensuring research reports are comprehensible to lay people

J 13 preparing press releases
J 14 - building up and maintaining network of contacts for information on all 

important/relevant meetings and events 

These results reflect a dichotomy between research and park management which is common inmany protected area authorities. In the past research projects have often been carried out bypeople external to the wildlife authority in Kenya and have not had direct relevance formanagement objectives. KWS has established a Scientific Services department with the specific 
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intention of orienting research activities undertakwji to the needs of park planning and 
management. Clearly some wardens do not yet feel that they have a role in accessing and 
interpreting the information generated from such research projects. 

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

areas were2.3.7.1 	 Seven skill assessed through the questionnaire: Comprehensioii, Problem Analysis,
Creativity, Evaluatio,, Oral, Written, and Working with Others. 

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 low
skills exist and the results are presented in Table 6. 

Table 6. 	 Percentage of times a response of I or 2 was given for each skill 

Skill 	 lI Percentage %n =32 

Comprehension 18 

Problem Analysis 25 

Creativity 27 

Evaluation 22 

Oral 19 
Written 31 
Working with Others 20 

l'otal sample: n= 37 

Written Skills, Creativity and Problem Analysis emerge as the top three skills which PAMs feel
they have low skill levels in. For many PAMs the need to have written skills is obvious, in that 
report writing is one of the main methods of communication between a remote protected area and
the headquarters. Problem Analysis and Creativity are related skills and the results here
recognise that respondents feel a need to gain skills that allow them to understand the causes of 
problems, implement proposed solutions and have the skills to evaluate if the response was 
effective. 

2.3.7.2 	 The data was analysed by main divisions of the job. The results are presented in Table 7. 

Research, Interventions, Tactical Planning and Public Relations emerge as the top four main
divisions of the job where PAMs feel their mental and social skills could be strengthened. 

Despite some respondents feeling that Research skills were not relevant to their job (2.3.6.2)
38% of respondents felt that their mental and social skill levels in research were not adequate.
This result could be interpreted as showing that some respondents were becoming aware of the
role that research can play at park level management and planning and were aware that they
lacktu the skills to integrate results into their work. This finding would also correlate with
planning and executing Interventions. Tactical Planning also emerges as an area of training needs
and this is consistent with the earlier finding (2.3.5.1). Public relations work involves many
mental and social skills and is a function which KWS wardens are increasingly have to perform. 
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Table 7. Percentage of time a response of 1 or 2 was given for each main division of the job. 

Skill 


(A~ 


B 

D 

E 

F 

G 

H-

1 

J 

K 
Fotal sample: n= 37 

2.3.8 Analysis of Attitudes 

IKenya 	 Wildlife Service (KWS) 

12 

18 

19 

29 

17 

21 

30 

22 

38 

26 

18 
(Asst 	 PAMs & PAMS combined n=32) 

2.3.8. 1 Aside from possessing technical skills and knowledge, PAMs must develop leadership qualities
which encourage subordinates to consider seriously their own roles on protected area 
management; team building is an important component of a PAMs responsibility. To discover
how PAMs tackled the issue of instilling appropriate attitudes towards conservation in their staff,
they were asked to indicate what methods they use, or would use to instil: 

a. Work ethics 
b. Commitment to conservation 
c. Healthy attitudes to adjacent communities. 

These are shown as competencies 15, 16 and 17 in the questionnaire. This part of thequestionnaire required written responses. The PAMs responses were analysed on the basis oftheir years of experience in protected area management. A list of typical responses from across
the whole PARCS project was drawn up and given a ieference number (see annex 8). Individual 
responses were categorised by these number and those given for Kenya are listed below. 

a Methods to Instil Work Ethics 

A 1 	 Referring staff regularly to administrative orders or codes of work conduct 
and behaviour in staff meetings/seminars n=8 

A 2 	 Showing hard work and dedication through example n= 19 

A 3 	 Ensuring objectives of the organisation are explained to staff n=3 

A 4 	 Acknowledging good work in others while positively criticising bad 
work n=6 
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A 5 Showing tolerance to others' point of view n=9 

A 6 Showing understanding when taking disciplinary measures n=3 

A 7 

A 8 

All 

Providing attentive supervision to staff's work, especially when new 
responsibilities are given 

Developing performance appraisal schemes 
Ensure that staff are suitably equipped as regards their training and tools 
needed to perform efficiently 

n=1 

n=7 

n=8 

A12 Never criticise organisation openly n=3 

b Methods to Instil Commitment to Conservation 

B I 

B 2 

Showing dedication to national, regional and local conservation objectives 

Explaining to staff the value of conservation by conducting regular in­
service refresher courses on conservation ethics 

n=14 

n= 17 

B 3 Demonstrating the importance of conservation to human needs n=5 

B 4 Becoming involved in extension conservation activities, especially school 
groups/wildlife clubs n=7 

B 8 

B 9 

Providing incentives for conservation staff especially the wardens who are 
lowly paid for outstanding performance etc so as to motivate them 

Teaching costs and benefits of conservation 

n=2 

n=2 

BII Providing necessary work tools n=2 

c Methods to Instil Healthy Attitudes to Adjacent Communities 

C I Accepting the 
management 

validity of community participation in protected area 
n= 13 

C 2 Listening
problems 

to and demonstrating willingness to understand community 
n=9 

C 3 Instructing staff on the value of harmonious relations with 
communities to the conservation objectives of protected areas 

adjacent 
n=6 

C 4 Taking an active role in conflict resolution (eg problem animal control) n=7 

C 6 Maintaining dialogue with local communities, and getting staff involved in
keeping communities up to date with conservation developments in the area 

n=10 

C 7 Seeking ways in which tangible benefits can acc'ue to communities without
jeopardising the area's conservation objectives n= 12 

2.3.8.2 	 KWS provided a wide array of responses. This demonstrates a good understanding amongst
KWS staff of how to inspire positive attitudes in staff under their supervision. Interestingly, butperhaps not surprisingly, the PAMs who had been serving for longer offered many more 
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suggestions than recent recruits to KWS. See Figure 4. This information could perhaps be used 
to orientate new recruits to KWS so that they are made aware, and then put into practice, some 
of these techniques more quickly. 

2.3.9 Language Skills of PAMs and Asst PAMs 

Table 8: Language Skills of Respondents expressed as percentages 

Organisation/Department n IiFY N BI 

KWS 32 75 13 13 
-otal sample: n= 37 

The ability to communicate effectively with community leaders is seen by PARCS as an
important asset for PAMs to have. Over 75% of the respondents spoke a language understood 
by adjacent communities. This high figure most likely reflects the fact that Kiswahili serves as 
a lingua franca for Kenya - it may not reflect accurately whether wardens are able to speak the 
primary language spoken by local communities but it does at least show that communication can
be established. The 'no' response of 13% probably reflects PAMs who have responded with 
reference to the vernacular language of local communities. 

2.3.10 Computer Skills 

Table 11: Respondents computer use and skills 

Organisation/Department n I YI N J B WP AC DA 

KWS 32 9 78 13 *
 

rotal sample: n= 37
 

A large percentage of KWS staff were not familiar with using a computer. Where computers 
are used these are mainly for word processing and data analysis. 

2.3.11 Training Needs Identified by Respondents 

Respondents were asked to identify their three greatest training needs. 

2.3.11.1 This table shows that the main competency where PAMs cited training needs were: 
" Planning
 
* 
 Technical knowledge (biased strongly by community conservation) 
* Management 
* Policies and Procedures 
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2.3.8a PAMs Methods To Instill Ethics
 
Kenya Wildlife Service (KWS)
 

20...................................................
 

15 .... .*. . . . . . . 

2.3.8c PAMs Methods To Instill Healthy Attitudes to Adjacent Communities 
0 Kenya Wifdlife Servce
 

- 10 ..........................................
 

02 

E
 
z
 PH) .......................................I 

15. . . . . ... . .. . .. .... . .. . . ..... . 

1 2 2 * 5 e 7 a 9 e I tC 12 0-..10 yrs 

Memods A El-yrs 10 

TotaiJ 37 (Ass PAM*.... 1-i yiL 

2.3.8b PAMs Methods To Instill Commitment to Conservation 
Kenya Wildlife Service 

\00 Year::ol Senn~ce 
205 

O> re2 

1 2 3 4 0&?J-l6-10s ytll 
ho dsoC 0]1- yrs 

1S ..... .................... Sample:n-37 (As. PAM & PAM:n-32) 

-'-M 

c 
0 

o . 

E 

SsmlYo7ears of Service 

______, 7 _o__ __ 211_ __ C6-10 yr. 

MethodsPA
B 0] 1-5 yr 

,Total Sam~rple:n-37 (Ass PAMs & PAMz:n-32) 



Table 10: Training Priorities Identified by Respondents (PARCS No. 2.3.11) - KWS 

MVAIN DIVISIONS 
A(ANDVSOS 

Blank_ 

A 

B 

C D-
D88 

Blankj 
_____COMEPETENCIES 

2 3 J 4 

1 6 3 

3 2 

2 3 

2 
---

5~ 

2 

61 

3 

1 

2 -

C1O[PETENCI-
718 9 

-

" 
- - -

10 [11 

- - -

113 

- - -

141 

-

rS 
15 [161 

- -7 

17 Total 

8 

8 

7 

E 

F 

G 

H 

1 

K 

I_ 

L 

3 

2 

4 

1 

13 
2 

1 

2 

3 

2 

2 

5 

1 

4 

6 
2 

4 

2 

2 

2 

4 

7 
1 

4 

3 -6 

- 17 

31 
5 

14 

Total sample: n=37 Asst PAMs & PAMs combinf4d: n=32 



This finding is consistent with tile results of the 'gap analysis' where Policies and Procedures andTechnical Knowledge emerged as competencies needing further training. However, what isinteresting is the citing of Planning and Management as necessary skills. This confirms theperceptions of the FOD and particularly of the Field Associate (2.3.5. 1) that these skills are
needed. The fact that this did not emerge in the 'gap analysis' as a major training need indicatesthat PAMs feel they already have some skills in this area and only have small training needs.
One reason that the two skills are listed so prominently could be as a result of the focus withinKWS on improving planning and management systems. The Director of KWS is on record assaying "I consider the most difficult challenges to be in the area of management. Administrative
procedures are essential but these must be designed to maximise efficiency and not simply
strangle opportunities for progress". 

It is interesting to note that no respondents perceived that they needed training in any mental orsocial skill, despite quite large needs being shown by the 'gap analysis'. Perhaps PAMs are not aware that training can be given in these skills. Any in-service training programme could takeaccount of the main needs eg problem analysis and incorporate learning such skills into the
design of courses. 

2.3.11.2 The main divisions of the job cited were: 

* Community conservation (11)
* Visitor services (F)

" Resource conservation (K)

* Public relations (J) 

One of the main philosophies of KWS is that it is a service organisation and must serve its clientswell. The above list reflects a recognition of this, and acknowledges the changing role of awarden by citing community conservation, visitor services and public relations as the maindivisions of the job where wardens would like further training. An additional interpretation ofthis result it that these three main divisions of the job are also those that wardens confront on adaily basis and need to make decisions on, often without recourse to headquarters. However,wardens continue to recognise the need to be conversant and up-to-date with resourceconservation, which after all is the primary purpose for the establishment of the protected areas 
under their care. 

2.3.12 Training Received 

2.3.12.1 At the bottom of each competency column in the questionnaire (ie Row L) respondents wereasked to indicate which type of training had contributed most to the current level of knowledge
of skills in that competency. It was suggested that the categories should include: 

* Formal wildlife at a training institution 
* Other formal training at an institution 
* In-service (training arranged by own organisation) 
* On-the-job 
* Other (eg. seminars/workshops) 
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Tablb 11: Training Received (PARCS No. 2.3.12) 

TYPES OF TRAINING
Competencies (Dot if training has occurred) 

Formal Formal On-the-job Otherwildlife Other Service 

2 0 0 0 

(a) 3 ______• __ 

Knowledge 5 0 S • 

6 0 • 0 

7 .1 * 0 

8 0 S 0 0 
(b) 9 0 

10 0 0 

Mental and 11 
Social Skills 

12 • 
 0S 

13 _ 0 0 
14 • 0 0 

(c) 15 1 
Attitudes 16 _ • ___ 

17 1 • 

otaTsample: n 7 ~ Asst PAMs & PAMs combined: n=32 

KWS staff have received training in several ways. The only real gaps in the above table is thatin-service training has not contributed to the development of mental and social skills or
instiling certain attitudes. 

to 

2.3.12.2 Years since Formal Wildlife Training Received (Table 12) 

Years n Percentage % 
0-2 1 3% 

3-5 3 9% 
6-10 6 19% 

>10 11 34%
'no date' 2 6% 

Most formal training was received over 10 years ago. This correlates with 2.3.3 where it wasfound that most PAMs had been in the service for over 10 years. 
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2.3,12.3 Formal Training Received that is Relevant to Job of PAM (Table 13) 

Type of training 	 Institute of treining 
BSc in Wildlife Management 	 Nairobi University - Kenya 
Diploma in Wildlife Management 	 Egerton University - KenyaMweka Wildlife College - Tanzania 

Participatory Rural Approach short course Egerton University - Kenya 
Diploma in Animal Science Egerton University - Kenya 
Diploma & Certificate in Public Administration 	 Kenya Institute of Administration - Kenya

Government Training Institute - Kenya 
Paramilitary training Armed Forces Training School - Kenya 

General Unit Service Training School - Kenya
Kenya Police Training School - Kenya
National Fisheries & Wildlife Training Institute - Kenya
Administration Police College 

Training in Law and investigations 	 Kenya Police Training School - Kenya 
Unspecified wildlife training National Fisheries & Wildlife Training Institute - Kenya 
Administrative procedures Administration Police College - Kenya 
Certificate in Wildlife Management Mweka Wildlife College - Tanzania 
Master of Science 	 Unspecified - United Kingdom 

2.3.12.4 Tr'ining which has Contributed Most to PAMs & Asst PAMs Skills Levels, across Competencies 

It is expected that with increased job experience, PAMs perceptions of various types of trainingand how they contribute to skill development are likely to change. This is reflected in Figure
5 (PARCS no 2 .3.12.g) 

Not surprisingly new recruits entering KWS with a formal qualification/s find that thiscontributes most to their skill levels across all competencies. PAMs who have been serving for6- 10 years find that the skills they have learned through on-the-job training are the mostimportant for the role of a PAM. This is particularly true for mental and social skills (8-14) but
significant for technical knowledge (2-7) as well. 

In many cases it might be possible to structure on-the-job training into an in-service trainingprogramme using experienced PAMs to act as mentors to younger staff members. PAMs couldreceive training in how to under take in-service courses at field level. This kind of approachwould allow one of KWS' main resources - experienced field wardens - to feed into, andreinforce, the institutional memory of the organisation. 

The pattern of most useful training for the long-term employees, who have presumably risen tosenior positions, is somewhat different. Although on-the-job training is still important, formalwildlife training becomes important again as well as other types of training eg the attendance at
seminars, workshops or short courses. 

This finding has implications for the need for refresher courses - PAMs are having to draw uponformal wildlife knowledge learnt many years ago. Perhaps an in-service training programme
could meet this need? 
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3.1 

3.2 

3.3 

3.4 

3.5 

SECTION 3 

TRAINING OPPORTUNITIES ASSESSMENT 

An assessment was made of training opportunities in Kenya and the Findings are presented inTable 14. Kenya has an extensive spectrum of relevant training opportunities, particularly in thetraditional area of formal wildlife training and newer areas such as management, planning and
community conservation methodology. 

As can be seen from Trable 14 Kenya is fortunate in having university courses in zoology andbotany, forestry, biology of conservation, range management and wildlife management. Themost relevant unclergraduate degree to the joh of a PAM is tie four ycar BSc course in wildlifemanagement run by tie Wildlife Management Department at Moi University. It has been inexistence for eight years. The I lead of the Department is very concerned to make the course arelevant training opportunity for its students and for ensuring that graduates are well preparedfor jobs in the wildlife sector. "ro date 216 students have graduated. In June 1990 (liedepartment reviewed its existing curriculnm (Garton et al 1990) and introduced a new two yearMPhil course. The department also has PhD students (many of whom are lecturers within the
department). 

As part of the opportunities assessment teaching staff at Moi University completed questionnairesto indicate the level of skills taught on the BSc course in Wildlife Management. Moi Universitytrainers validated the PARCS questionnaire with scores of 91 % for knowledge skills and 97%for mental and social skills. Moi University staff feel that the training priorities they need tofocus on in the BSc course are Technical Knowledge and Planning Knowledge competencies;Community Conservation and Resource conservation 
The 

were the two main divisions of the job.
main knowledge areas where graduates would need additional training after leaving

university to work as a PAM are in: 

* planning 
* policies and procedures
* legal
 
" financial
 

Staff from the Department of Wildlife Management at Moi University have been collaboratingclosely with the KWS Training Unit to look at ways that their expertise might be used not onlyin formal training but also in the development of (lie KWS in-service training programme. 

There are several initiatives underway in Kenya developing in service training courses withinthe natural resource sector which are not detailed in Trable 14 but which could be useful asmodels to the overall PARCS project. This is particularly in the forestry sector(MENR/FINNIDA 1992, KIFCON 1992, KIFCON 1993) and agroforestry (Muturi 1992). 
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SECTION 4
 

DISCUSSION and RECOMMENDATIONS
 

4.1 What are the responsibilities of a PAN!? Are these responsibilities universally recognised? 

Over the past year KWS has developed job descriptions for many of its positions (see Annex 5).These have been developed as part of a training needs assessment of the whole organisation underthe PAWS project. At present there is a clear definition of the role and responsibilities of awarden within KWS and these are recognised. lowever, with the increased focus on devolvingresponsibility to park level, it may take a bit of time for PAMs to feel fully conversant with their
role and comfortable within it. 

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

At present KWS enjoys adequate legal and financial support to meet its operational goals. Themain area of constraint is the existing skill levels of staff to meet the challenges of anincreasingly demanding work environment. This is particularly at tie senior and middle­management level. Training is seen as the main vehicle for building KWS' long-terminstitutional capacity as demonstrated by the inclusion of a major training programme within the
PAWS project. 

2.4.3 Are PAMs skilled to the level judged by this training needs assessment to satisfactorily do
their job? 

The results in 2.3.5 show that PAMs within KWS do have training needs. Interestingly KWSwardens perceive that they do not have large gaps but they recognise the need to gain skills inareas like planning and management and community conservation. This is consistent with thecurrent emphasis within KWS. Senior management personnel and field associates working withinagencies collaborating with KWS (through the PAWS project) concur with the need for trainingin planning, management and community conservation. However they also have an expectancythat skill levels in other areas, such as resource conservation and visitor services, need to behigher and do not substantiate the wardens' perceptions of their own skill levels. This finding,which is common throughout the PARCS project, is important. It has implications for who isinvolved in tie design of training courses, and also to the level at which courses should be
targetted, and the depth/detailed required. 

When looking at mental and social skills, problem analysis, creativity and written skills emergeas needing strengthening - although none of these were listed as training priorities by PAMs.When asked to list methods of instilling work ethics, commitment to conservation and healthyattititudes to local communities, KWS wardens listed a very broad spectrum of strategies. 
2.4.4 What training has been received by current PAMs that is perceived by them as useful? 

KWS wardens have received formal training, in-service training and on-the-job training. Theformal wildlife training includes diplomas from the College of African Wildlife Management atMweka, Tanzania, Egerton University, and degrees from the University of Nairobi and MoiUniversity. Other formal training includes diplomas and certificates from other institutions suchas the Kenya Institute of Administration. Very little in-service training had been received in thepast (although this has increased since the data for this survey was collected). For experiencedwardens, on- the-job training emerged as the most useful for gaining skills in many areas. Theimportance of on-the-job training should not be underestimated but it does have tie disadvantageof being ad hoc, and the training given is only as good as the skills of a PAM's colleagues. Inthis way it can be limiting and lead to mediocrity and an inappropriate context within which tobe truly critical of one's own skill levels. 
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2.4.5 Asses!.ment of Field Operations Directors 

A FCD when interviewed confirmed the broad scope of the job of a PAM as outlined in thequestionnaire. lie mentioned in the past that hunan management had focused on discipline ratherthan human resource development and that the latter was an important new area for KWSwardens and one to which they needed increased exposure. le confirmed that it was importantto understand the global context of conservation in order to put wildlife management in Kenyainto a proper perspective and lie felt that attendance and participation at meetings whichdeveloped those skills was important. lie also stressed the importance of gaining planning skillsand the ability to work systematically on job requirements. In-service training was perceived tobe important provided it was continuous and that it should contribute to pronlotion but be linked 
to performance too. 

4.6 What further training is required? 

The biggest gaps recorded by PAMs between self-evaluated skills and those required for the jobare in the areas of policy and procedures, technical knowledge and legal knowledge. Howeverwhen asked to list their training priorities KWS wardens cited community conservation, planning,
management and public relations. 

These differences have implications for planning future training. Should KWS first address theskills PAMs feel are priorities? In this particular these needscase are also the priorities thatwere identified by KWS senior management when developing the Five year policy anddevelopment programme. In the method used in this study (ie mailing out the questionnaire withno post-questionnaire discussion) it is impossible to isolate whether PAMs thelisted samepriorities because they are familiar with the thinking contained in the 'zebra book' or becausethey perceived these as needs for their changing job roles. Although planning, management andcommunity conservation did not emerge from the 'gap analysis' as having significant trainingneeds, small gaps were identified. Perhaps this inconsistency can be explained by the fact thatwardens have not had enough experience in liese areas to judge their skill level as consistentlyas in other competencies arid main divisions of the job. 

4.7 What present programmes cold be restrtictured/enlarged to include training opportunities
PAMs? 

No other country surveyed under the PARCS project had such aii extensive ongoing trainingprogramme as the one currently underway within KWS. The training prograinnie in place underthe PAWS project, offers sufficient scope and opportunity to meet KWS's immediate trainingneeds. The recent acquisition of the Naivasha Training Institute complex will greatly enhancethe potential for establishing a long-term in-service training programme for all sectors of KWS
staff. 

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

The training opportunities assessment undertaken for PARCS in Kenya has shown that there aremany resources available to KWS within the country. The KWS personnel responsible forplanning the training programmes for staff are aware of these opportunities. 

4.9 What sort of training should be recommended? 

'Fle findings of this PARCS survey are consistent with the training nebds perceived by KWS -and are perhaps useful iii that they provide perspectives from the wardens themselves, and addto the data information which KWS is collecting as a basis for monitoring its training
programme. In early 1994 KWS will undertake a trainingorganisation. needs assessment for the wholeThe results of the PARCS assessment will be available to tie KWS staff and theconsultants who will be involved. Tie results which might specifically be of use are the findingson skill levels in the mental and social skills. KWS training staff could work consciously toinclude methods of gaining these skills into in-service training courses. The other finding of the 
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relative imporiance of on-the-job training as a inethod for skill transfer. Focus could be put into
making this a more ,!tructured approach, perhaps with mentoring programmes developed at parklevel for new recruits. This would draw upon the considerable body of expertise in certain skillswithin KWS and contribute to enhancing institutional memory in these sectors. 

REFERENCES 

Abdouch C D. (1993) COBRA Report of Modular Training Course Curriculum Development for the
Community Wildlife Service of the Kenya Wildlife Service. 

Bensted-Smith R. (1993) Case Study of Protected Areas and Wildlife Service Project. Draft reportprepared for IUCN - The World Conservation Union and Commission of the European Communities. 

Biodiversity Support Program. 1993. Protected Area Conservation Strategy (PARCS). The Methodology. 

Garton E 0, L Ramberg and S Scliemnitz (1990). Training to meet Challenges facingthe Wildife 
Management in Kenya. 

IUCN 1992. Protected Areas of the World: A review of natural systems. Volume 3: Afrotropical. IUCN,
Gland, Switzerland and Cambridge UK. xxii + 360pp. 

KIFCON (1992). Training Needs, Opportunities and Potentials in relation to Natural Forest Conservation 
and Management in Kenya. 

KIFCON (1993). Training for Natural Forest Conservation and Management. 

KWS (1990). 'A Policy Framework and Development Programme 1991- 1996'.
 

MENR/FINNIDA (1992). 
 Kenya Forestry Management Plan. Annex VIii. Manpower Development,
Education and Training (draft).
 

Murphree M W. 
 (1993) COBRA Report of the Training Planning Consultancy. 

Muturi, S N (1992). Ed. Curriculum for In-service Training in Agroforestry and Related Subjects.
Regional Soil Conservation Unit (RSCU), Swedish International Development Agency. 

World Bank (1992). Staff Appraisal Report. Kenya Protected Areas and Wildlife Service Project. Report 
no. 9981-KE. 

ACKNOWLEDGMENTS 

I would very much like to thank the staff of the Kenya Wildlife Service: particularly Mrs Dorothy Oyier;and the Moi University Wildlife Management Department: particularly Dr Bob Wishitemi for all of their
inputs into the PARCS project. 

I would also like to thank my colleagues at AWF: Vitalis Wafula and David Sumba for their unstinting workin designing the data analysis methods, coding data sheets and undertaking all of the data analysis and forpreparing the graphics for this report; Eliud Mutwiri for undertaking the training opportunities assessment. 
PARCS Phase I has been acollaborative project with four NGOs - AWF, BSP, WCS and WWF and I wouldlike to thank all the team members for the parts they played in making the project accomplish what it did. 

42
 



PROTEC'rE) AREAS CONSERVATION S'I'RA'I'EY(;r (I1AR('S): I'RAININ(; NEEDS ASSESSMIEN' 

Four orgarusations, thc African Wihllife oumndatlion, Wildlife ('titcrns airm, lilneruniorrl, World Wildlife Fuld aid fthe
fiodiversity Support Progiani are wvorking together on a lirojrf called 'AR( S. ()e of file inninihl of lie project i, in
identify lie skills reqiprcud for the job of protrctd arwn il:1,ager and it)oasssthe Ifrailing iied.l. 

To nchievc this we have (lvclpcdl n iall (if the tylic:l skill- ( u 'c 'iet }esirrcd to do trh, job of prtectcd Inrea 
mnngcr. We would like yoi to asis( ui., by doitg Iwo Iling: 

* 	 to check the appropritcne.ss of Ilc chrl to your job 

* 	 to mcsss youir crirrcnt skill letetf for ecct colilfotiest (if file chiart 

Before filling in file qimcml iomnmiire plesce rend c ertylling (irogh very catifully. This inifornation will I)C confi cntlial mid 
will e1used to build up in analysis of the Irniuiiig rcliremenits; for cacth cointry in Africn parlicipatling in tle sindy. 

'lie attnche( chart has 17 colimins and 12 rows. 

" 	 Rows A-K show minhi diviions of Ihv job. 

" 	 Row 1. will be used to idciilify Ihe typcs (if Irnning y(m h1ve ht'ady received. 

* 	 The first colIn in show- 'accoili1bilifics and r'.spols ilililics' associated with ceach division A-K. Plase add any furl her 
accointnli litics rid re.ponsilbilit6cs specific to von r iol by writing in tle relevnt compartiment. 

" 	 Cohnns 2-17 show tile corn eticic associltfe.d wil yonir jid in Icime (if kiiinvh'dge (2-7), mental skills (R-I I), social 
skills (12-1.1) and allituci s (15-17). 

Youl will notice 1h,1t some comlnpmtrioiiu atr lmaik. 1 lsc do int itec to lie filled in. 

RNOWLF.II)(;r (columns 2-7) 

Knolcdge has beenii grooi 1 ed ihnt o f 0r IcveI.: 

1. None has n knowlc(1e (if s ijecl minlter iilicaled 
2. Sonic 1wareless ( ihe suhi-ject ant gemeial afpllicabilily 
3. Working srufficie ut k iowledglc Iet ci mplc tc rowitc I:msks 
4. In-dcphil a l'ndIfh nialI i(pili (of kiowledpe which cleshc; initiative to be taken in 

noll s
-rotl ilc sitlilio 

n/n n not applicrthlc iii pi ceiit job. lea-,e iilicate your knowledge level. 

We woul like you to go dIown each column 2-7 andI fill i Il' boxes. 

In 	the left ha idbox pu t lie ni ier which corresponds to yor view of I i level or k ioi.ilcdge nce(icd to (o the jub 
successfuilly. 

Ill tlie rii Iht irid liox 	 inlicr %hich r esr-ulv to'ir(slindeif) PIt Ile i 	 u Iois as riicnf of yonr ciitrrent knowledge. 

eg. in ES: Iii,.de lit I kntowledtge uif rCI (vitlliW 
anld uegiulation111 c1. flcarliusliarest, 
chlping idu lii i 1!1hii 

Stich an answer show- us that tle lictisn coiopl.t ip, fic (picsliiiiai: e agrees t lh;mtiii de'pili knowledge is necdi (4 in tile 
left hand box). By putlng .3 in ihe riphi hu1id lls th icspliden has idilifi-d a trainhig nee(. 

When you conic to I lie bofom (rif nch colmin Illcaw o l Ificller irt painirt (I.) by showing which form of training 
has conriluited most to yol r knowledge (of Ife iiliejct ill Ire cillilin. 'I helsc calcgories could inichlide: Fr rinal wildlife 
training instilttions (iplease specify wilit dltes), ()tter training olplolhmilics (cg. wotkshops, sceluinars), tn-service formal 
training (organised by your deparlinent), ()n-the-joli trining (skills leartni whilst doing yoiur job). 

BEST AVAILABLE DOCUMENT 

http:appropritcne.ss


MENTAL AND SOCIAL. SKIIlq (coliitio R-II) 

MeInial and soriaiI skills hanve bec rie ct ilo toit lec,sl, 

1. N ie ­

.. Salisfirclory 

We would like you lo go ddown each colunn R.14 aid ill ii I lie iox. 

First of all indicalc wvhclher each skill is ariproprle to your jiob hy circlng citlher Yes (Y) or No (N). 

'hen indicate in the rightlhad Iox (sh;rded) Your level ofiailily for eacti partIicular skill regrdless of whicther it is 
applicritle to your presclri joh.
 

eg. ill F9:
 

dclterthing title eni's (ifvisilor
 
d i. aliasiti liclav ii nr O
f ii & 

Such n nrrswer shows lhint lhis skill is rcqiired nid the r'tqm.ih(ii lils te reqluited level (if skill to successfully complcle
this aspect of the job. 'Ihereforc inthis inticoilar case there is no idenliiled I rining need. 

When you come 1o lthe i phca.1tco11llci lie coil mrhnie nt by showing which fori s of training havetolt of each c ni c 

contributed most to your skills inlhe subject if tle rolintt. Use lhc calegorie s d scribcd before. 
 Pleasc list the most 
important one first. 

A'rItUD,,s (columns 15-17)
 

Thc chart indicales the principal allhudes of the joili. All we reiluire you to do is to answer three qucstions.
 

If you do not understand any oif he (htiC.Slions ill this Ile'stiinnaiie ple.se leave tlie boxes empty and move onto tlhe next
 
qucstinn.
 

In order for you to keeli a record of your completed rlt(slionnaircs we nr Iroviding two copies of each section and a sheet
of carblon piper. The W Ill E s.heets (nhinties 1, 2, .1& 4)nie ii le retchred afler completioi. You ny keep aU of ihe
COL.OURED shcel.s. Once you have conmpled the qnc.ftnnirc lena c rfully Icar off the four white sheels and return 
them in the enclosed addressed envelope. 

'h ank you for helping us iiricherlInkc Itis Irnning needs assie tl. \Vc ailprecinc your liiie ari iipii. 

SBiodiversity 
Support 

I Program 
Annex I Page 2 

11(,rILABLE DOCUMEN T q1 



1.F7)(;rMin DhIglnnn n the job I. Aronfnthilllty and Retrinnildlilleg INO1% 

_ _ __ 	 2. Icriri.l (wilhtir/ I no, In n ) 
A 	 IFnsnre vmillh11 Ityor A --f ninih polr,,til-or a.o, aird %i.111 

o d ivtni * iirl'Ii lennr tiii,f lhghfinioli
 
ruint ivnted starf( lrrraiillIr f-ir andiiii~i~ii~i~,,
.npilinfion W dl.iC;4lyl~.+) .- +:.
 

ltfi sntire Rfpirclilniesi m lleatpoiible nrid arcitiril:,ile frrti.,iirc. %V1iilii titi'wilpc' if infiatrirte, roirilriciiin, iiihii, material'n fra. tr ct uire,.ili n repair, rrhnImIlltlliin n ru n isttlict ' :Ii. -..

Iudget 	 • Itecnnimentltig tidilhn:lfacitlitlc/ 

t
C t. nsur filnancial end * Arcoiit.,llle and rrrlpo ihlr ror all trucrur

accountlnr Integrity of the encrc d annldlsthnlciei (iri ts rI tilii

protected Alen 'sradqtmrln'rerv and treipt1)
 

flcpo.,iiile rnr aciiate ari li ip.
 

) 	 E'.nsure development and * Arciit,-tsinbn for deve tmcy lt ,(mll ln
 
actlehenirnil 
 lICI¢l oe aror tnrlicl |mii f polrcf) aplans and budgets nnd ftespinsiletr for svoitLioh i0thirilenrtretcl ipan

coniriltule to protected mlld Iutgcl

Aren strlegir planning 
 Idetitity 1ht.irp.c Options intile pl,)r.ct'rdninal 

and ronirilt'ie Iloiinrpi plnniving 

C. U'nsure thai nil Activities * Accountaltc flir Cnifoi ctinl of In' ald In dclithknlovtedge of sare priclce. with respectto wildfire il ilwithin the protected area regulnlon aitil eisnritig s.fcpratfices 
r onily'|hlar.'and tIhroughout Ie polci-| nitn i In-llrlili klitotcilge of technique of nill-pialching il 1] 5 

F 	 Vnsure optimum levet: of * Re'ponsilfe forenatrhtig that ttlghicsl isthe In depth i o.letlge of vf;lntrs'expectatlonsvisltor mallqfaclton or 1isifots'gervIces and prcir e inder ilq/her
Jirisdiictiron are mninlaincd Indethi kno .lcdl. of protceted area infrastructure techniqine. site 

drsgn ait analysiv 00 


li 	 iirptli kiinissIg.ec litlrinraruinn htetu.,en tnurii anid local areas 

( 	 Ensure ipgeed Interventlon * fterulisife flr leiIt, liiipicrtiai, annd Ili (Irpihl illcrvenhtonk no.,ctge or needs. technique and Implications(e lceity tiirng, prottl n eiI'nl ioi or Intericni1'tol )gmnii'irs to 1i11-i
 
animal corril) contcrialhin i r, Ihii[ ,,i.i" airn.
rtl h .t 
pri)gnnlies are compictrd L 7 
to tlitget and Inicla iles 

I Crt inrnonlou. A cs insilie nol icii. nnlhe for lrilu 
 anit Vli i 6 lug ostio lre or ctinirin melihodology
feintlonshipi with Inipl ni alhni Iiire f n li'm........ nilic,
neIghbouring conmnmniles htinn.i rnlatilloris SiiieIC tItocilgr ot rtllairal and histolical conitext nr fit lioatllon of 
R sesronstitl fur ror la illting nrirlilaii ty liiCrtnti arra 
$itftof file .iir| c.iiii ti ic, Ii [] llith,,r. ..

ronficlct ,rliii
Rin r1a' piin 

I ie nware or research * Renpot.sibl and accntiahle for rinsiuriig tial Worlip. Lnitlee ol recsntrh inclhitolglc[actIvi.es and progregs rcenil, rrogranmine Is nipein nied acet-dingmgalnal plan to tie protectcld atea cinsernatinn ot'jccilkcs \Voikiog knimaledge or the role of research In meeting conservation
And nniel le 	 rrilovrr, r1zi rzzj II 

3 Represenl the protected * Accountable for enstiglt Iihat the piotelli Up iiilate wilkting knoavleatgc of all activIties within the protectedSien end Its Interestfs In aren Is re frenled In ec.iy pnsitale are a area
pudic meetings • nearonsir ic forenuring Ih i ti ltmolion
 
avallable nlhoulfilepil ectled area I%lip Illitnle r tilecoinet or ite protected aiea in tthi
iintaltr dcl i 

•nall,, airnn 	 El ElJ 

K 	 Unsure an appropriate rtcsj onsiille tid ;rcotuntable ror deigii and In.depth <nion.tcdlge of typcs, ocatllons, trends and requirements of
balance between 
 resource Inip ententntion of resource niatiagenico| / |npttIt natural and cuhurnl resources In the protected arenll ilconservation and ue In tile protection slrtegies to meet prolctled aiea
 
protected aem 
 conservation nl,,'cllve.s -r-dcpth knons Inri of Itcq,locallnoi,trends And requirements of

Resprnsible arid accrinta tiC for the Iritcatencie ani endemic faruna and flora and tie key species of theprcpaaiIon, approval. and iplemrntatiotn if a1 rri tiirm F1 
resource cotiservti, n aa ipruirn plan fir Iir
 
rsolelr ed area 
 V 	oik khiii.ivctfgr of rnvniinni'nnal Impact nnatysis terhinlqir 0 

,l
Vriig nwfr,.dr or surveys and mnitoring tecthiqiue.% 0 l 
ic 1,1 itata ciiilctiin/snatyi) 0l Ol 

1. 1 raining received 

Aincx I Pgc 3V P~ST AVAILABLE DOCIUIdENT 

http:nwfr,.dr
http:actIvi.es
http:kiinissIg.ec


__ __ __ _ __ 

__ 

___._____n______n__I.__rtInmIi	 j5._l~p.i J,. i',lkrrr urri J7. inl/enniIgR to. 	 7. Flnannfln/ncornonling 

Working knotaledge Or supr-vtsory WVorking lonowilirc titir lcdoiting SomeII1,11oI Ig! (if In di-jIt tinowitgo tit
 
And personnel toanageneJ skille Itlff clevel,,mrnt "& hit l:InhHlr c fhntil I'btsf I prli"iri plocculi're.
 

Some knoledge of hunt#,L _j I 	 LI L- y0 L-I El ,llrncic J -i 
lcolitces techniqrloc nnd their
 
arplication as npptnpsate (c g.. Jhif
 
evalunlion or worth or job. sa1lary.
stnictitring, training needsnalits)1

manansg caul labour" O
 
%%,(thintgknowllge ofW -0
 
Woring knotifcdgc of princirlil or 'Vorking koi. cdgerif jifil Somc kiimle-d.1ge tit IIf.. c pil knowledge (if

%tockfroi tot nd proculncient ffItllintg c ih , l Ia, (for li'inciijire /


2/[ 	 Ii I'll l; citI*r, 'tn Co,,, rlon roliclen,2 1,,' 
'soIvt In, prdicolco net mfdntaIti

Working t. oiledge of to0. to Pr I, I -,, . i­

2o for\llng knowledge oif Finanrinl 	 Workluii knowledge o Volokln; knowledge of 
Iccotijit policy and Ait cUitng nnd principle%of0,40 []- I 	 eev [J Inlernl control 

Working knowledge of plniiip., Woiklig knowledge of 
h,,,fgetlng ni ronti l. o rcilIfnleptIrs nnd 

dhJcr [thor his/her
oign nir.flton ( nntionil, 

ronie rvmtilon poll 

lItdc Vta knowledp.r of ptt? lIo.drli kotmiirdge of lii depth knowlelge ofp~nnning needs~q DCle nsnlnl tmi glit-Irtie and pinceditrcs 
ptiiiigrcit ~ ~ I irgiioix (cg, 45 i -I 

4tf2 U__ _ 

Workig nonledge of miatnageniii ,toirledvge(i lcorlmh knl,, k"df~e lit.l eill knwtvedAqP oflit delilh k c h 'c.4 i(f Wolnp knowledge of
 
and accommodallon and eatering In dcvciphig ltoig nitI sitrl'.Ici coltitnri law '9 vi.0itor polirics All kcerilng ccnids o visilnr
 
facilities tinder protected area sI~llnr plans 'pga ith lIrcethmr n] .l cfr nd keeping
 

jurl~dklon3~jj3. 0~ L. 	 3 fJ fljroriccnsiiaits and11 0- E[]trr'" c 	 rcitZ 	 n "°"dic~u E7-_ - - e a 6 l E 
Wolklng knosmledge of project (JIb) li de iitt irtigc iif Jli,, I..ldritili knostlcdge ti In-depth lonnclge of
 
minnigceni [l plannig [j0 lcji-lf fai and pOtrf ,ItwdpIicdiiCs
 

"# [']",2//ic li"
.54nt's,,n.,0,, 

In-depth knowledge of protected V'orLIig t-,,oilc:1gc of uo,%to Si e" km,,,I,:,fpie of Indepiti knwIcluepir of Working knowfecdre of record 
retnva people conflict ntanagenienl dcclop a conint'infty ci''rr,-i...Ilows tt-Imct i, rnltics nid troduceiirel keeping for fnamncial
 

, [] COliiuii,,,,y ic lned to community dibitientesin ocali
0 ptn, 
2,t,,,,,,,in6] 	 Er-r...,on i [IE3ot.omuntJudrnvcom [tem[-i 1 -- In depthlinotvledge E 

o feords of resource e or 
eseotirces slicd -- nlh 

financial and In-kind ,. 
distributions n 

Sonie knoledge of dcreliinicnit I uri ,i ,'i ,f AVrilIig ti,,iwlcIf.c o Workin knowledge of 
of tcnmich plan for eI rcertihp.Iirler anti budget A IIracol't-n fortle p,,teeit cnanrl,09 t 

4r5 (-V_ Illtr+n_ &/ cciLI nJ'i	 E7 
WorklnA knoilcdge of the concert li rllhi Lnontcdign of lit.icptiI kirocwilg of 
of pulilhc teiltlons and methods of lti Irg simltiri rcp.tliii III," pulic relations 

2 prifitlctcit a1Cas poIiclcs. picedtuis Anddealing ith the Idlia fj 0j 

11 	 [ISomc nolde of obligator- role 	 47 0 pr.Dtices [1 
(atlendance) at niectln and 'onSonic niustcdep.c (ithi 4It'i 

awarcncss of activities around the 1,i tit' ilandcr And 
7 telcfdarea e~den ttend titictl iJL 

\Votking kiowvlcdgc of rmanorcr. Working knowledge of how 
conservatlon ntanagentel ,to estimate costs for 
planning technitque And . Implenentation of resource 
nielhodo(,glc.s -I -- conservation nianlaementIn-dplh knowletlgeo of plan r1nnlt tloni 
how to develop anid inirlteirr,n 
jirotctcd nren nuinntpc nini l o [..o[ EJ11lJcrtli,€ 
In.tlrpth knot lcdc itf
 
hu sc'hp antd ii-niiii "t
n11 

proicted nrctu nn.,mrt tL
Ynning 5),lcmroa 

Amicx I l'sgc 4 

BEST AVAILABLE DOCUMENT 



illf.y l MleiA F . SKrir.ri1.5Main Diskrsnnos of thl i h I. Arcnro n tfa innl Re ,nnciril 
( .lr h 'n n t n nnlyR. ' elln i ,r h l re0, qd, 

A !Vnsure avnilabilily of Aa * MofiniI polenlcial of nttrra ted stlff Itorgniirigs taff Dclermining causes ciicomretent and well. R*¢oponsible for itcnliring Ilninit ;ntrirtlcnlmotivated star 
irectis piiritihl poor Icrfrm.nce .ndhf * nsilIe foi'r Inf. nsd¢.spc ercorniie 'ns Y N Elichtnor 

Prliclho (it diciplin.iry ncncY reN 

1'u.nsure availrilify of * Resarrsible and arcotonlahIc for Sjtlill arrinllrci and i)ctcrmining causes ofarr oprlatc InrrAstruclure ninlnlenance. repair and rcliIllitnlin nmoll Irlelil .'tn71j% specic nlird trcn(, on(,vilhin hudgel) constortclion Y N crTip icre andSReconmmendin nghldditionl fncilitics lu irielircn falidrs 

C U nsure financ al end * Accrintinle and tesponsile rotnil Unllris.tindll tinanciAl Dcterminlng cuses ofnccounling Integrity of recroe rcneraied anti dish, r.senitit 1;
Irplicroi'ns ni figures not reflecting Ihethe protected aren area (receet finni lrcadqitartcrs nild trecerits) iIIrrInitIllo true sitatlon
.l esponhlc for accrn accotniing y N 0 YN 

D itrnure developnent atid * Accountrjle for dtevclpmeti la(mritni IJnde h0ai1irii clctiining true causeesachicvimrit of Aclicnl Vain and Ibudgel of protectcd area iirtricllolls of set of fnilhre to achieve plan
plnns and budgets and . Rcponsible for working 01hi tle arercd ohjlctives hicitlingcontribule Ioptolected I. Iudfgel Ihcir and budget

feiilityaren stralcgic pinntng felly,rtritclo otions II Iicprrilccfkd Y N 
Y N ­16 

a andicnll'rllll rIn .01f' ic fi:rlllrlriog 

F Ensuie hil nil activilics * Acrounhahle ofr cniforcrmcti of favaloof lUldrsiardiig lDrlcttining Irc ratiscswill lie proeld nrna rgir.ai111i tind ltiri snte p. cli'rri aillic -iilii' (i1Inr nnd of Incidencs and rcndscoalniy williInwotAnd Ihtottgtit11 the friniter tetd airn iegtl:,tii i pr-teted in hi'hiciesirgriIitarnaatea 
V N J 

F i'.nsuie opltiaum leel(sif *- ICpt'itsicl for etisuring Itat thehhlltr,; Ici ,itisiig lie i)eterritting irue causesvisilor ali farction Icvc s of orsrcrvihcs aoid iruiclircs %igiiltiaitlclof piisical of visithr disnalinctinn 
uiter his/iter Jmitislio-tict ateit.,iititil suit stailstical itifrtitatitn and tiehainitr

ir .ilitigvisilor i part Y 
Y N&E --

G Insue a reed RcSpotslihc for desigit, Iicit itItltitil. Uti lstaidiig Vcteiining cats.s"ofInte rvenlinn proeicnalnc. and evatuallin (if hte iilt!iciii pInfigrinnics i i tifl imn Ihatiy tend dcviallnn from Itendedare compltcld to hIti r.t oI c ervionmeetnrl obijectives it ihc Io ititervrIhrns results of Interventionsand tinietabres prlcci aren Y N [Y N 

1i fUnsirre hnronious*C Responsillic atnoacrournilc fkir tisigicu. Olcslaltfctitt 1tic Undcrsi ndil underlyingrelationships with nd iiipiertrentntioi of n pr.artIn l sitira.te ist s t. causes of con fi ict hoh in1neighhrnlring cllcve It'l Illoiota tel;llons I wtillen alootoralfIr, icnl, the iong inad hotl termcommtntlles * Res onihl .for forInstillhig naceptatt
f e by itlorlltaion IcIallhg ito Y N E]role 


protectert area 

sirforIllit it lncal corniitinitics in c nrrrrrnfly prtlclcd i rca 

moirtagenterit litit~q YN 0E 
I Ile niare of research * Responsilc and accotti.lite fotensutrg l)idc"tirf les f)elcmininf carscs oraclivilles and progress that research programte Is Implentenled slgflllc.iceagainst plan according to the protected Area 

If research why re eatctprogramme
findings antldtie firnelhn notis to ilmetlifc 

crnervalion otjeclives and limclitc (ifreearrh N of y [
 

.1 'tepresent the protected * Acotntistthle filt ensithiglw Iie .nitcistanidtr, the ilr'terminig tile caltscsarea and Its Interests In protected less Is lrpresented In i of pi0ntscvery sillea r.ce of adverse commens Inputlic meeting% W areasihIe ita"cdi tingll prs crsnrt 
. Responsibtle for ensuring Ih.at 

pres
file nther Ilrelings Y NInforitinrll nvnitlhleMoistl ir piorcrcd y N J]area isrip to nate1 10 

K lbwsurc anaprcopriate flesponilile atI, ol, for rI,,e tII-.trii i ientifyig anIblahnce between resource rnd lthsploienintin of resour IIty.t)o.ioc ny m ton rltin, det.ermining lie causex ofconservailon and use in lnatrsgentn/prorttris strategirs to inet Itrtcailotis iof Irsethe protected area p rcIrtlrdIltes ct1iscrvilini rr(jcelics prirccli .arlta 
conflicts Iretneenn 
protected area rcsource 

fl.epnneilite and accotror.anieP for rite niaragrcr it Olltfeclvr. ronscrvallnn and usepirraalion. strrrovnl and inllcmcalin , Y N Y N oof i tels'tre cortscrotllir ttnnafl'rririt fil'gii'..iI' _Y/rto,
pIan for tire protecledt area Iil.srrrdrrrg liet

irtfftticatimis I pofclinI 

cnvirtractinal hirlrrcls n 
different arlirillc%YN!F_
 

I, Training received 

Annex I Page 5 BEST AVAILABLE DOCUMENT 

http:sitira.te


_ _ 

lIn.Crenfiily 11I. 1-% J12. Ordfribsifion I.'. W irn j I. i11,0o k in I- ,
 
I )clodping on I he -joli :liallii ~g v iftf ti rirlillre 
 ih 4 11lt l, ~ vnd MiisnIip ilifiiuing NY N Y N Fl iiiipIie 7 

_ _ 52 6V 
Creating ucidnfiive solulans D~eciding rlmo~lics and velrciiig C ir ig -111In"iiviiiliiiv \ iiti j'ecifira IIn otdrvr .t ining fie crnupefrifintInin rilee li piafiims front alletrInlive colrsc%cif actioniii n vnfi n11dClint ,aclril .iirl ivirliinnv in 11llir sirrpicrs and 

ot 

Y N 1:1 tor nintnrince need r7,1,r 0 V N [j 1,Inuly wol~nnclors 

16' 

bodcla iachieve pinno and r iii~ Iiliilaelil l ani elin nila d uig
pyepnrfll~llili I(,CC (o nnlnne. ravirlo(inmi 


ehcriniiairtil %fil imfJ
 

N vSaving omiInra Slrliiir pioii ihi o Pfrrivliip rflpi is eva p hirc phit::,i- r pe hi (;lg p n agtdit n rred rinoaIIg alleonigt oive r vilch lerrerigc lrefiritil pfoniril iolidgl~ riI o'clienirl l~v iuiellon rWfinrlipr
oie Ih ofvathe lig (i YelruN rprilnupl ~
 Yo Ni F1~irilvVNU 
Y' N V o 15e i IeIoel6 

IlIeveig op~bltio tenir fIvn lalIn 111ian and Ck rdihii (iIliip moleclcil nlens l',epr. clnoly crli eiig cooirlliainn rcmproigni l aei l n evc or s t n in i e rdi o .1 i1- I 'l.r 4-resjrv n v In mic inm iiow tmwihi le oerienfiaia rv 11i le viii-vY N 
Si pipiiLeining (onlfili in to lolnriiiv (r.i 

1Pcl11 leniii.idliiii YVhii jcal cotrl Ynnnat " Nla 

Develf-iping oid os for 11clertin ipi oy actnd crh o ic en n * 'rinhr ain Iec of l i mueric~ Dr. ig dill in qnticasiIvvstor incillcs -lii ie id firvImputig canlmuson iiia h k lir e ~.vo ie inlI cIiII 

iaYan YN E] Y N NJ [01 

lde nying (ontariunil ['.viiilhin Ili triv pogeimis" icctirfi liig p rla(i w cacau ur UnlaIiing pealive otar(gnor I a pliain a rned cv iheir licin Euc-u1.11C1 l i c oiiiicfinvllCo 1y a l Itlreli eaiasie 

nlervini &vualonilnmeett r YetnN iireiciii rcfoil Inivdre 1 ptirlifoling elvrkaeciced [.j Y N Ni [-Ievini lnamYnl NaF1inaY N [1"Iniiliiii~vyN~C Ziliruut/evr_­

communaig ,ncl d Ia e sucib Warkiiig Icienit(iclrcieatinn ei YonNaohiifcrnd aiher 
Y N E]uigpa eeomn 

Idendr)4rip~~ ier~iio~~ ~ ~ ~eeihF~IIII ~ ~ ~opolnlisEautn~ ~~~~~~necrhrprsM~sinpitive~ ~ V43cerc Yt -I rsacel- V Nj [3ld.F 

J1mc 41 19c 67 
Slel'npmlcliicnrrrtele IIBESTi upaL~%,lcpiT ihlc c~~fn inip VA~ILABLEr" DOCUMENTq C/ilii 



t
hlMln ltomnn or the 1. ArcrnrnitlllfTyn Re-finnfltoililf q At InI I .ErS 
Job 1.5. WV.Okl:hr f;. Conmmitment to 17: Cirnnmtnnlly

Conservation Attitudes 

A Imiure Avdalstilify of * Mnxhiflnr potrntill of illoctcd mtall rcfs ,i jrlityh it, apprk'- Neeir in ini toeedsScomipctcnt And well. Responsible (or ndcntifying rani1ing ficrk t dc.h.sig 	 andndi r-nnsn a dCnrOltrale dr.iinnstgate
notivatcd staff 	 fnr cronnrnd:tirisResponsilfer it nrmmillimcnl an Ini O;irdcfotlndlOg 

r ipplicfln y iresorro 1loot crmmlitnti of iced forOf dileiplnri 
in licrx harnonious 

rclationoiip 
at sr actrirot ir ,ro untian i e,fo r I li i r ci 

I) |i.mtlc availa i i tiy of Res'o n siblc n d 

apprtopriate nslinicnirre. f ill ,lirit nnrtletter
repair miud ihniiiitil-nn.11tpur.lcrl1rOlt

In frnotrurlrc (.1iti01 clutrllit oll
 
|fidgel) tftcronmicindlir nddiflml mililtr
 

C rinsnrc financlal and Accoininile randt.pon.Iic for ail iiioiils lmirty

accontling Itcgrity of tevcnie pencratc e a d ,ithoirscnicrtf
 
the prnleclcd arca (rcclvci frono licdqrnrtcrs and rcccipI)
 
arca c ns lhlc for Accurnt atericntillg
 

r) 'nsilrc develripnricill Accnuntirbc (nr dcsclvpricnIft r nmonl
 
And arhlevement of pisn And tuirgct Of prntected Aico
 
tictical plant and * Rconirsibe for nrOldng wiltrin tile olgret
 
brirtgcs And I|An anl irudgct
 
contribuite to fea tIfy tstrategir op'llls Il I li. pi in ctef
 
proIctcel aice mrn mond rnnhiltlle in iotnirgir iminlir
 
gtratcgc piannInS
 

P ["Ensure Ihnl all * Accouritirie frr enforcemnit of tars and | lnnlen, toicrtrt In Other" fHiing banlnce Tolernce to others' 
actis-ilies -,Ithfnthe rcgutitlnn nnd cnaiting safe prnrhlhirr tirllr on( view and trnitcrsmnding polits of view Io 
protected arei cariply Ihroifgot Ihe protcted ara Ithe nied. of both minilmt r. conflictwith tniro arid Consmcevtlnin and between firotecied 
rergtiftlons the Involved pnrtics arcm nd nothers 

F U.nsure opllnium Riponslirie for entiung dit tie higlr't 	 Nr.cdi in Neers io 
levels of visitor iceelo of visitost' sctviccs iiid pirartices demonstrate demonstrate belief In
snlisfaclion undie crii/IrJurPlirtilnc r nor liinntc cointmtcnt to validity of includiir 

on.servatian local conmmunilles in 
protecied nrca 
nnageent and 
enterpriscs linked to
tourism 

p *( insur agrced Responsille for desig, irhritlcniiiln. 
Inler-,ni ion and cviluntrin of hitrivcrilln
 
plogranmme..s progranmmes to nicel con.orvilin
 
complcd io iudiget ntijelvc In lhe pilrrlcord arca
 
and Ifinrtnbls a
 

Ii 	 Fnsrlc hamioniloso * Resionslle anti acrrutf.alc or dclign 
%clstlonshipswith and impl,.-cnitntioin of a proi.ramme tn
 
neighboorlng achleve hnrnironos reiations
 
conmnn~ties Rcsooimllte for Inolilring nceptanc ty
staff Of the role of locat corinrinilico in 

protected Area nianafernirIt 

I 	 Bc aware of research * Rexponslile and accorintrlc for enstlifty Must h.avmtencr open mindIto
 
actlvitles and progress that rescorcinr(amm is Imeplentiecd reseIrch fInclIgo

anainst plan according to th proecled area
 

.cnnocevatlon nlJectlvea and tinuettai	 Mist suirpofr rrole of research 
asna cnlriprncnt of protected 
area nmanagement 

.1 Represent the A Accounsiare for ensuring !loncoty. Integrity Deonnstrated as Denonstrated axthttfire 

prnccied area and It protectcd ares Is rrpreoentIer In every "Isolrite absolute
 
ntcrests In public p'sslble area muatns rlcr when
 

meetings r lic
lieponsile for enuring that rcprcscnting the pirntrted area 
Informallon availale bor tihe prntcerd ir nopernnnl view 
area Is tip to date

* 	 M.ust never ritlic tire 
organisation openly 

K Ensure an appropriate • Responsible and Accountable ror dcln iliclouc cnnervtlion 
balance between and Implcntentation of resource oijcctihc. of rconrice 
Iresource conservnlon trionancnnti/rolctirtlon srtcgs Ien meet rnmgr.mcnt plan
and use In the protected arca crnservation nbjcticcs 
protected area • Responsible and accotrntllc for the 

prepa.rotlo, unrprord, ard Irirpetecnrnrrertti 
of fa"nrrL concrvallnn iransirciniclt 

1,___________received _ plan or tihe protected ares 
I, Ilaninng rcelved 

Anix I Pnge 7 

BEST A'VAILABL FDM 



This chart indicates the priicipnl .,riillcs ()r 1t ,icdi.All wc. rcq11i4c is fPhl you nnswcr (hc following q:Icstions: 
As 1 mnnngcr how dn yot i i:lh 
a. work cthcs7 

1). commitment to conscivnlion? 

C. hcnltly ntllttidcs io ndjnccnl comtnmgk. 

(Iryou nccd ,norc spacc usc blink shcel on the ex:. pIagc) 

LANGUAGES (;()l I I'Ul! Els 
Do you .1eak.a language undcrstood by the 10cal ro you usc cnmputicrs? If so, in what wnys?communiry adjacen to yntr prolccicI arcn? 

BEST AVAILABLE DOCUMENT 
Anicx I Pa1ge 8 

6-­



I rtAININ(; PRIO)RI I IEs 

I inviug ictl~lll~l(:( lllttl tthlk~t.'.ir'c~!i:i( ici itir
Iflits qtlcsfiOno~tit Ctic 'r' f hi' if it'eioi ciii f yor "ob, witni 1viiyo thiiik nrthree glenleMt frni liig icc.s? Wlml Fiori of trahmgil, fin u iihiik wimltdhiIe ic.t l o(h nuic" Ihesie ceds (eg. forin, hi.

service, on-the-jot, or o)llicts)? 

t. 

2. 

3. 

This quesoinire s cllccl by:......................................
.............................
 'lt cin tnmC ieedcc) 

....................................................................... 
 Dc in r i cof/S (cion 

............. I.......................................................... 
 ()1 :11;N fio n 

.............................
........... o
I..............................
C ll l 

D 11c" ................................................... 

Ilow ninny yenrs liave you %otkced for yut,r cltiI itiltf/itg:tut;itliut? 

If nliplcntlie how , niny yenr.- inve y'c v i I cmp.i iii f a ltol.(Ced ai eat? 

Wlinl Is the cmllscmrvnlOIp stilus of yor irolccfcut flu-n? (t . iitoti;,l Imi. g:imc rescme ctc) 

What Initi e is nosf rcpiesctfanive of tie piofclcd nl.'n tier your 1t1m:gcmel? (ilt c :scircle) noolmin , savinonlni,tontine, nquntic, dry forcst, moisi ror.s, ( ,ecrt 

Are you ninlc n or femile [ ? (i'le'sc tick ;itpi.tipil' liwi() 

PARCS rErNO(: [nlie received: 

Annex I Page 9 
BEST AVAILABLE DOCUMENT 



KENYA 

PROTECTED AREAS AND WILDLIFE SERVICES PROJECT 

Training 

Background
 

1. For more than a decade a little or almost .o attention appears to have been paid to

training on an organized, formal basis. 
 Many coursc.s that were held provided, with a few
notable exceptions, a low level of training and were not organized as part of a properly
coordinated program. The net result is that currently in KWS there is a serious shortage of staff 
with specialized organizational, supervisory and management skills at middle and senior levels.
Steps have, however, recently been taken by KWS to remedy the situation by appointing training
staff and by initiating some ad hoc training programs. Accordingly, an expanded training
program for all levels of staff has been designed under the proposed project. In the initial project
implementation stages priority will be given to the training of middle and senior management
levels. At the same time training for staff in the lower job groups will also be expanded and up­
graded.
 

2. The excessively large numbers of low calibre staff and unfocussed training programs have
had a number of negative results which include a: (a) lack of skills in staff at all levels; (b)

failure to attract staff of high quality with a potential to acquire skills; (c) failure to retain high

quality and skilled staff. The management of KWS considers training to be of vital importance

and attaches high priority to it. 

Recent Trainine Efforts 

3. As stated above, little or no training has been given in management skills and wildlife
research. "One-off" courses have been and are being mounted. A course for Rangers in how to
communicate with the public was recently held at the Elsa Trust Centre, a NGO near Naivasha. 

Proposed Training Strategy 

4. The broad training objectives and the proposed strategy are summarized in the KWS
"Policy Framework and Development Program 1991-1996". This program recognizes that an
intensive training program is required to enable the organization to he transformed as an effective
commercially oriented wildlife management entity. The first priority is, therefore, to provide
training to support the reorganization and introduce new management systems, working methods 
and attitudes. Another important element of the strategy is for 'WS to develop an in-house
capacity to conduct specialized training for its staff on a regular basis. Finally, in planning
programs and courses it will first of all be necessary Io assess the particular training needs of: (i)
KWS as a whole; (ii) individual trainees and groups of trainees; (iii) areas where the training is
targeted; (iv) groups at which the training is targeted; i.e. a detailed training needs assessment 
exercse should be undertaken at the start of the project. 

5. Taking the above into consideration the KWS training strategy should include the 
following main elements: 



(a) Interim training programs. This would cover areas where there is a need for 
urgent action to help staff cope with an increasingly demanding york
environment: (i) informing and reorienting staff about the aims and objectives
of KWS and of areas in which KWS intends to be radically different from the 
WCMD: (ii) Up-grading middle and senior staff in level management skills; (iii)
re-training lower level staff in essential basic technical skills; (iv) community
wildlife training in support of the rnev Community Wildlife Service; (v) training
of trainers courses to build up a corps of competent trainers within KWS (this will 
include training in specialized subject matter). 

(b) 	 Long-term orograms would focus on developing the skills and disciplines required
to sustain the objectives of KWS both during the project and aflter project life. 

(c) 	 _The establishment of as.tronf Training Unit at Headquarters. which would be 
headed by a Training Coordinator and who would have under him a team of 
trainers trained in:(i) teaching methods; (ii) certain specialized subjects relevant to 
the needs of KWS. 

(d) Forma t~e, (first and higher) and diploma training at recognized universities 
and institutes and in-formal training at Naivasha and KWS education and training 
centers in the field. 

Training Needs Assessment and Evaluation 

6. KWS must attach high priority to initiating a training needs assessment, so that training
impact can be regularly evaluated against baseline features. At the present KWS does not have 
the capacity to undertake this task internally. It is, therefore, strongly recommended that financial 
and technical support be provided for this purpose. prior to the start of the project. Since the
numbers of persons traircd is of little importance as a statistic, as a first step the training needs 
should be assessed by: (a) assessing trainees' iobs i.e. the information (knowledge) and skills
which different individuals and categories of staff require in order to efficiently carry out their 
duties; (b) assessing tranee i.e. the knowledge (of informatio-) and practical ability (skills)
which different individuals and categories of staff presen;ly possess. 

Or2anization of Trainine and Facilities 

7. 	 The proposed organization of training will include the following main features: 

(a) To ensure that training is well coordinated and integrated there must be, within 
KWS, a structure and staff with authority and responsibility for all training 
matters. Thus, KWS will establish a Trainine Unit which will be headed by a 
Training Coordinator (TC) whose job description is given in Annex I. The TC 
will be based within the Unit but at the Naivasha Wildlife Training Institute, there 
will be five Specialist Trainers (ST). The ST's will be selectf.' iom existing
KWS staff who have demonstrated an aptitude for training, but who need not 
necessarily have received training in teaching methods. A priority activity to be 
undertaken, prior to project start up, will he that ST's attend a short (3 months) 
course in technical teaching methods at a recognized institution. 
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(b) The ST's will teaclh centrally at Naivasha and also as a mobile team in the field. 
At Naivasha they will provide in-house training and training for outsiders. 
Central in-house training at Naivasha will cause less disruption to KWS field work 
but will be more expensive in terms of transport costs for trainees. As a mobile 
team ST's will provide in-house and other training at centers in the field (see
below). Included here will be basic teaching methods for selected KWS staff.
This will cause more disruption to KWS field work (more staff on training at one
time) but will not involve high transport costs for trainees. ST's transport and per
diem in such cases will be charged to the recipients' budgets. 

8. KWS proposes to use a range of training radlitles including: (i) Naivasha Wildlife

Training Centre; (ii) Ngong Centre; (iii) Field study centers, reserve information centers and
visitors' centers; (iv) Manyani for Rangers and the Wildlife Protection Unit; (v) Universities and
colleges in Kenya and elsewhere; (vi) Other suitable training institutions in Kenya and elsewhere. 

9. 	 Trainers resource will be provided by: (i) KWS--ST's and field staff in basic park
management; (ii) NGO's such as Friends of Conservation, Utalii College, National Outdoor
Leadership Schooi, The Elsa Trust and Wildlife Clubs of Kenya; (iii) External Specialists fromKenya and elsewhere where in-house expertise is not or may not he available such as marine
wildlife, telephone and radio communications, identification of birds, flowers, trees and shrubs, 
and community development. 

Proposed Training Proram 

10. 	 A wide range of types of training courses will be developed by KWS an indicative list i3
given below: (a) Pre-service and in-service; (b) Re-training and refresher; (c) Up-grading
and promotion; (d) Induction; (e) Formal (at recognized institutions awarding degrees anddiplomas); (t Informal (no formal qualifications awarded); (g) Graduate and non-graduate. 

11. The tentative programs envisaged at this stage, subject to change following a more 
detailed KWS training needs assessment include the following: 

(a) 	 TraininZof 1iiners: 

(i) 	 For ST's as a priority acti,,i.y; suitable 3-month training courses are 
available in the United Kingdom; 

(ii) 	 For selected Headquarters and field staff in basic training methods;
training provided by ST's; 

(b) 	 Induction: 

(i) 	 In-house training for all staff recruited to KWS; 

(ii) 	 Rangers-six months at Manyani; course content to include first-aid, gate
keeping duties, dealing with visitors, wildlife tasks and bush craft. 

(lii) 	 Senior staff--one to two weeks on KWS policies and objectives rather than 
specific tasks 
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(iv) 	 For all KWS staff--one or two day sessions to brief staff on the aims ana 
objectives of KWS. 

(c) 	 Management and Supervisory Skills;Lprin 

This is especially important for senior management staff at Headquarters who will 
be assuming positions of responsibility in a parastatal rather than a previously 
government organization. Topics w.)uld include: 

management systems, organizations and structures, supervisory skills and 
personnel and financial management for senior staff; 

park management, planning, financial procedures, public relations,
educational/visitor services, community conservation and security for senior park 
staff; 

business consideration including basic exposure to managing profit oriented 
ventures; 

(d) 	 Specialized technical training. For all directly involved staff at all levels in a
 
particular functional stream. Training subjects would cover:
 

(i) 	 Marine biology and marine park management; undertaken overseas for 
senior park staff; 

(ii) 	 Mountain rescue techniques: this could be provided by the National 
Outdoor Leadership School at Naro Moru; 

(iii) 	 Community wildlife skills for wardens and assistant wardens; the 
possibility of using in-country facilities, including eventual in-house 
training should be investigated; 

(iv) 	 Ranger and driver/guide training in: 
- codes of conduct in parks and reserves; 
- ,Iora and fauna identification; 
- understanding of wildlife; 
- communicating with the public; 
- procedures for gate staff: 
- supervising construction and repair/ maintenance of buildings and 

roads, through force account i.e. civil works; all such training 
must be essentially practical and job oriented and would be mainly 
in-house training: 

(v) 	 Planning, finance, computer and secretarial skills, using external 
assistance for certain topics initially but again aiming to build up an in­
house training capacity. 

(e) 	 Research: in-house training for technicians will be provided; progression to 
M.Sc. and Ph.D. training will depend on capability and motivation. 
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() Career Growth 

(i) 	 For staff who are identifled for greater responsibilities and/or higher/new 
posts; 

(ii) 	 Courses will need to be carefully designed to meet the specific skills needs 
of individual.s and their units; 

(iii) Length 	of course will depend on training needed. 

(iv) 	 Staff originally recruited as diplomates from Egerton College and Mweka
College of African Wildlife Management and who have since had anumber of years field experience could he sent to appropriate universities 
for first 	and higher degree training as steps towards promotion; such'graduates' are considered to he more valuable than those with first 
degrees recruited straight from University. 

(g) 	 Community WilL: ldeaiy these would be in-house courses but initially it islikely that external assistance will he required. Existing and new staff will needto he trained. TQpics_covered will include: (i) wildlife extension: (ii)communit,
organization: (iii) development of community based tourism projects, (iv) wildlife
utilization techniques: (,) super\ision of wildlife utilization projects. 

(h) 	 M_ !LTraininp: Chiefly for Wildlife Education and Visitor Services' staff;
excellent training facilities exist at the Kenya 
 Institute of Mass Communications:Lj.pi will include the use and production of, where appropriate, television. radio,
filns, videos, slides, newspapers and magazines, leaflets and posters and foreignmedia; the United Kingdom's ODA have a video production project in the
Ministry of Agriculture who may be able to assist with videos. 

(i) 	 Regular Annual Training: 

(i) 	 Once the urgent training programs have been implemented (by end year 3)all staff should have the opportunity to undergo a one to two week 
refresher/up-grading course each year; 

(ii) This will be in-house and should be mainly practical and job oriented; 

0) Training for _tsid.r(i) 	Using KWS staff and facilities; (ii) For Fisheries, touroperators etc.; (iii) On a cost only basis or as a means of earning revenue. 

alDe Traifnjig(k) 	 E 1reg courses in wildlife and/or rele' 'ant biological sciences areavailable at Universities in Kenya. Where 	possible, KWS should make use ofthese in its training program either by recruiting graduates direct from theseinstitutions or by up-grading Egerton and Mweka diplomates who have severalyears' field experience. Close links should also be established with a view topossibly "tailoring" course content to better suit KWS' staff requirements. 
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TRAINING CO(.RDINATOR 

DUTIES: 

The Training Coordinator will he responsible for the identification and coordination of 
training throughout KWS. Particula," duties include: 

I. 	 Liaise with other departments and sections concerning training, particularly with
the Commandant on armed wing training and with tIle Principal of the Naivasha 
Institute on the provision of courses within KWS. 

2. 	 Establish and implement procedures for monitoring skills within KWS and for 
relating these to organizational needs. 

3. 	 Identify managers and individuals responsible for initiating training and ensure
that 	these responsihilities are heing fulfilled. 

4. Review the range of o(ptions availahle for meeting pre-service and in-service
training needs includhmg in-house courses, external courses both local andforeign, home study. mentoring and on-the joh training. Maintain a strategy for
applying this range in the most cost effective manner. 

5. 	 Administer KWS overseas 1aJ other training not the re.sponsihility of the 
Principal of the Naivasha In titute. 

6. 	 Establish a system for monitoring effectiveness of training instruments and use
the resulting information to improve training. 

7. 	 Submit periodic reports on the achievements of and expected improvements in 
training operations. 

8. 	 Participate with other Depuly Directors in policy formulation for KWS. 

9. Carry out relevant duties -ts requested hy the Director. 

KEY RESULT AREAS: 

I. 	 With the Technical Assistance planned, complete an initial training needs 
assessment of KWS within four months. 

2. 	 Complete the detailed training program element of the work plan agreed with 
donors for the remainder of Fl 91/92. 

3. 	 Identify and allocate staff to all overseas training posts agreed by the Director for 
the year 1992/93. 

QUALIFICATIONS: 

I .	 A degree in one of the applied natural sciences. 

2. 	 Extensive experience in personnel and in the management and delivery of 
training. 

3. 	 Experience of working in an organization of at leas, 1.000 staff. 



Annual Training 	Programme for KWS's Community Wildlife Service: 1993 - 1998 

YEAR Headquarters and Regional Training 

1. Taught Masters (FT)
Mar'93 - Feb'94 a 	 Recruit two candidates 

t. TaughtMasters (Fr) 

U.Z.) 

Mar'94 - Feb'95 * 	 Enrolment and first year work. 4.2 (2
students) 

M.Phil/D.Phil Research Degrees (PT) 
* 	 Assessment of efficacy by June'94 

Study Tours (6.1.1) 
* 	 3 tours TANAPA 

- CAMPFIRE 
- TRAINING INSTITUTIONS 

2. 	 Offcers Training 3. 

COBRA Internships 

* 
 4 with Kenya NGOs or Govt. agencies 

,Field coordinators and CDO. 2 with 
Kenyan game ranchers 

Short-term course 'PRA course. Egerton) 
* 	 (In Kenya). Ix II persons (KWS)


lxI persons (AWF) 


* 	 (Zimbabwe). 1x8 persons technical 
aspects of wildlife utilization 

Modular Coursea 	 Courseicurriculum planning consultancy 

Apprenticeships 
• 	 2 with Kenyan NGOs or Govt. 

agencies. 2 with Kenyan Game 

Ranchers. 2 in Zimbabwe. 6 weeks, ongame cropping and processing 

Short-term courses 
(IlnKenya). lxO persons 

Modular Course 
* 4 modules taught 
0 Graduation of first intake k25) 

Ranger Training 

WorkshopvjSemtnars 
e Scheduled attendance as appropriate 

Appreniceships
0 Two. on technical aspects of Kenya

ranches (if WDF projects in place) 

Modular Course for Rangers 
* Modular course modified for rangers

planned 

WorkshopiSeminars 
0 	 Scheduled attendance as appropriate 

.Modular course for Rangers* 	 Course taught Sept'94 

Page 1 of 2 

4. 	 Community Training 

SeminarsiWorkshiops 
a 	 Continue general evolution 

of initiated series 

a 	 Design and execution of 
specific workshops for WDF 
sites if and when these have 
come on stream. 

a 4 sets of training workshops
related to WDF. one at each 
focal area 

SeminarsiWnrkshops 
0 General 

Specific to WDF sites 



Annual Training Progranme for KWS's Community Wildlife Service: 1993 - 1998 Page 2 of 2 

YEAR 

l11. 

Mar'95 - Feb'96 

1. Headquarters and Regional Training 

Taueht Masters (FT) 
. Thesis field work in Kenya for two 

studentsSceueatedneaaprpit 

* Examination and graduation 2 students 

2. Officers Training 

Apprenticeships 

0 2 with Kenvan game ranchers 

students c 
Short-term courses 
e In Kenya. Ix!0 persons (3 weeks) 

3. Ranger Training 

WorkshopslSeminars 

a Scheduled attendance as appropriate 

Apprenticeships 
0 Two at Kenya ranches. WDF project 

4. Community Training 

SeminarslWorkshops 

Generala Gnrl 
Specific to WD F sites 

M.PhilfD.Phil Modular Research Degrees Cerificate 
site rangers 

* Enrolment of 2 students continues 0 Second intake 25) Nvamaluma Ranger Course 

Z-. 

IV. TaughtMasters (FT) 
Mar'96 - Feb'97 * Enrolment and first year course week. 

Moi or U.Z. (6.1.2a) (2 students) 
> "Short-term 

M.PhihfDPhil ResearchDegrees (PT) 

a Study of 2 students continues 

0 First 6 weeks module 

Apprenticeships 
a 2 with Kenyan Game Ranchers 
S 

course 

In Kenya. lIx0 persons (3 weeks) 

Mo d u a r C rttf c arep.Modular Ctrtificate 

0 (Two x 6 months appointments) 

Workshops/Seminars 
a Scheduled auendance as appropriate 

A pprenticeships 

0 Two at Kenya Ranches. WDF 

roject site rangers 

SeminarslWnrkshops 
a General 

Specific to VDF sitesSp iic o W F si s 

' 
a Field Research Reports Ranger Training, Manvani 

V. 

Mar97 - Feb'98 

Taught Masers (FT) 

* Thesis work in Kenya. Examination and 

Second Module (6 weeks) 
, Graduation of second intake 125) 

Apprentceships 

0 2 with Kenvan game ranchers 

* Possible introduction of CWP 
training at Manyani 

WorkshopsandSeminars 
0 Scheduled atendance as appropriate 

SemnarsiWoricshops 
0 General 

graduation. (2 students)Courses 

M.Phil/D.Phil Research (PT) 
* Completion of both degree programmes 

0 In Kenya. Ix,1 persons (3 weeks) 
• Two at Kenya ranches. WDF site 

Specific to WDF sites 

Modular Certificate 
* (If satisfactory and budgeted beyond 

rangers 

project period. further intake. 
Otherwise no activity in this category) 

Training, Manvani 
* If CWP component introduced in year 4. to be continued 



2 

JOB DESCRIPTION [29 June 	 1993] 

JOB TITLE Assistant Dirlctor (Parks and 
Reserves) 

LOCATION Headquarters 

RESPONSIBLE TO Deputy Director Wildlife 

Services 
RESPONSIBLE FOR Warden I
 

Personal Secretary 
Cleaner 
Driver 

OBJECTIVE OF THE JOB: To assist the 'ardmns based in 
the Parks and stations toachieve their management and 
ronlre,ra lion ohjectives. 

DUTIES 
SERVICE!PERFORMANCE 

STANDARD 

Policy 
1.1 	 Assist the DDWS to
 

formulate pclicy on
 
Park management and
 
Drohlem animal control. 

1.2 	 Assi.t Park ;'lardens
 
to interpret parks
 
managemenr policy. 

Park/Resnr,e Administration 
2.1 	 Handle all the
 

administration isgi ies
 
arising from the par-s
 
that require HQ handling; 
such as staff transfers,

final recommendations
 
for staff training.
 

2.2 	 Receive and handle Regular Warden 
emeroency queries satisfaction survey
from Wardens either to be carried out.by the DDWS. 

2.3 	 Participate in the Travel around thepersonnel management of Parks 	at leastthe parks/reserves, three 	weeks perincluding recruitment, year 	 for recruitment
promotion, interviews needs. 
deployment and discipline. 

BEST AVAILABLE DOCUMENT
 



3 Reports 
3.1 Receive monthly reports 

from Wardens, read and 
analyse. Compile a final 
annual report for 
management on the 
performance of the 
Parks/Reserves. 

By July and August 
following the year 
end or in time for 
use by other 
departments such as 
finance and planning. 

3.2 Ensure visitors 
statistics are 
appropriately maintained. 

4 Visitor management 
4. 1-andle issues raised by 

visitors, such as entry 
permits to parks and 
overall SeCUrity 
reassurance. 

5 Wildlife management 
5.1 Receive information from 

Park Wardens on porpulation 
management statistics 
I.e. animals distribmtion, 
mortality rates and qive 
aporooriate advice on 
translocation or cullino 
in consultation ;with the 
Chief Veterinary Officer 
and Deputy Director 
(Wildlife Services). 

6 Project management 
(Park Related) 
6.1 Assist the Wardens to 

initiate new projects 
in the parks/reserves. 

6.2 Monitor the progresn 
of the parks/reserves. 

7 Finance monitoring 
7.1 Ensure that parks and 

stations related expenditure 
at HQ Is properly controlled 
by personally checking and 
approving some expenditure/ 
requisition vouchers. 

7.2 Ensure revenue from parks 
is properly recorded and 
returns from parks made 
appropriately, 

All revenue reports 
Park accountants 
should be received 
monthly for 
Incorporation in HQ 
monthly reports. 

by 
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7.3 RevIew progress against
budget and recomm-nd 
supplementary budgets 
If necessary. 

Other 	duties 
8.1 	 Liaise with the Government 

and with County Council 
Reserves on matters 
relating to wildlife 
conservation. 

8.2 Attend KWS management
meetings as required 
from time to time. 
Work closely with other 
KWS manager,; especially 
Assistant Director 
Community Wildlife. 

8.3 	 Prepare responses to 
parliamentary queries
for the parent ministry 
or as requested by the 
parent mini!;try through 
the Director. 

8.-1 	 Assist the DDWS in his 
duties. 

SCOPE AND DIMENSION 

Stiner',,isorv responsihility 

[11dqetary responsibility 

KEY COMPETENCIES 

Professional 

Foiir staff directly 
but needs to 
coordinate the Wardens 
of 26 parks and 28 
stations. 

Same 	 AIE as QOWS. 

Diploma or 8Sc in 
Wildlife Management. 

Plus additional 
training in: 

Visitor Management 
Personnel Management
Project Management
Financial Management 

BEST AVAILABLE DOCUMENT
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Experience At least 10 years 

experience in Wildlife 
Management of which at 
least 5 years should have 
been spent in a Senior 
Management position
 
(incharge of Parks or as
 
Senior Warden.
 

Communication skills 
 Able to prepare written 

reports and handle senior 
parks staff. Meets 
frequently with Government 
Officials. 

Planning Must be able to plan 

work effectively to 
deal with the high 
demand made by staff. 

Financial management Should be able to prepare 
budgets and monitor 
expenditure against budget. 

Decisions Ability to make decisions 
regarding park 
management. Could be 
required to make complex 
decisions in the absence of 
DDWS. 

(Filename: ASSDIRPA. JD - DK] 
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JOB DESCRIPTION (29 June 1993) 

JOB TITLE 	 Park Warden 

RANK 	 Senior Warden (Category A)
 
Warden I (Category B)

Warden II (Category C)
 

LOCATION 	 National Park or Reserve 

RESPONSIBLE TO 	 Deputy Director Wildlife Services 

RESPONSIBLE FOR 	 Deputy Park Warden
 
Company Commander
 
IHecd of Intelligence
 
Park Officers
 

Research Officers 
Community Wildlife Officers 
Workshop Manager 
Chief Artisan 
Secretary 
Plant Operntois 
Drivers 
Accountants 

OBJECTIVE OF TIlE JOB 	 To manage the resources of the park I reserve and to protect wildlife and 
visitors. 

To maintaint and develop the park/reserve infrastructure. 

To raise the awareness of communities adjacent to the park/reserve to wildlife 
conservation and gain their support to KWS objectives. 

DUTIES 	 SERVICE/PERFORMANCE STANDARD 

I 	 Kenya Wildlife Service Policy 

1.1 	 Interpret KWS policy at local level for
 
implementation at park/reserve level.
 

1.2 	 Co-ordirnate KWS policies with
 
relevant organisations e.g.
 
government ministries and NGOs.
 

1.3 	 Present and explain such policies at the local level. 

2 	 Planning and Development 

2.1 Draw up objectives and plans for the 	 Follow guidelines timetable prepared by the Planning Unit. 
management and development of the
 
park/reserve.
 

2.2 	 Devise methods to facilitate visitor diversification. 

2.3 	 Identify and implement environmentally sound 
development projects in consultation with other
 
relevant organisations.
 

2.4 	 Advise KWS headquarters ott any environmentally 
dangerous development projects within tIre park/reserve and 
its environs. 

2.5 	 Ensure that all capital development plans are 
adhered to and monitor aid facilitate the progress of 
capital projects within park e.g. construction of 
bridges and fences. 
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2.6 Identify areas in the park/reserve to be closed, 
take action and advise KWS headquarters. 

3. 	 Park Management 
3.1 	 Ensure that manpower, equipment 


and workplans are in place to 

protect wildlife and other 

resources within the park/ 

reserve. 

3.1 	 Draw up objectives and plans 
for the management and development 
of the park/rescrve 

3.2 	 Monitor and manage tlic balance 
of wildlife species and vegetation 
in the park/reserve with rcfcrence 
to the carrying capacity of tile area. 

3.3 	 Ensure that controls are in place to 
manage wildlife adjacent to the park/ 
reserve boundaries. 

Patrol plans should be drawn and observed. 
Incidents of poaching should be dealt with in 
accordance with the Wildlife ( Conservation 
and Management) Act and park regulations. 

Follow the guidelines on the control of wildlife outside parks/reserves. 

3.4 	 Act on reports on dead, sick or injured wildlife. 

3.5 	 Maintain special surveillance ofcndangered species. 

3.6 	 Co-ordinate and cnforcc environment impact assessment
 
studies within the parks/ reserves.
 

4. 	 Fire Management 
4. I Ensure that a fire management plan is prepared and reviewed
 

regularly; ensure that fire breaks arc in place; and liaise with
 
the Forestry Department when this is called for.
 

5. 	 Research 
5.1 	 Identify and recommend research projects for the area. 

5.2 	 Identify and judge incidents requiring veterinary services. 

5.3 	 Ensure wildlife related research projects aire
 
integrated into the plans for the development of the
 
park/reserve. 

6. 	 Security 
6.1 	 Ensure the Wildlife (Conservation and management) Act
 

and Park/ reserve regulations are observed.
 

6.2 	 Organise and co-ordinale anti-poaching and anti-banditry activities. 

6.3 	 Ensure the security of visitors, KWS personnel and assets. 

7. 	 Education and Interpretation 
7.1 	 Ensure visitors have access to information about the park/reserve. 

7.2 	 Ensure the park has signposts. 

7.3 	 Ensure rangers at the gates are able to communicate 
effectively with visitors. 

7.4 	 Provide tour guide services to visitors if possible. 

7.5 Attend to press and publicity issues. 

8 Community Wildlife Service 
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8.1 	 Ensure that KWS is represented at district and other relevant
 
committees where there is no District Community Wildlife Officer.
 

8.2 	 Ensure that revenue generating projects relevant to adjarcnt
 
communities are identified and implemented.
 

9 	 Financial Management and Control 
9.1 	 Prepare annual budgets in consultation vith the Accountant. 

9.2 	 Ensure that financial guidelines are adhcred to and that budgetary
 
limits are observed.
 

9.3 	 Approve vouchers and sign cheques after verifying the
 
validity of underlying transactions.
 

9.4 	 Chair meetings of the Tender 3oard. 

9.5 	 Ensure basic checks arc under- taken to verify the completeness 
of park entry fees and personally undernake these checks at frequent intervals. 

9.6 	 Ensure that revenue is banked intact and promptly. 

9.7 	 Ensure that monthly returns are prepared, reviewed and subntiled to the HQ. 

9.8 Devise and monitor revenue targets for tile park/reserve.
 

10 General and Staff Administration
 
10.1 	 Deal with referred cases of discipline Follow the code of discipline guidelines. 

or uniformed and nnn-unifomted staff. 

10.2 	 Manage tile recruitment of casual staffand advise
 
I IQ on the recruitment of other staff.
 

10.3 	 Allocate duties to officers with adirect reporting link. 

10.4 	 Ensure maintenance ofstaff welfare. 

10.5 	 Identify training and promotion needs in liaison with senior
 
officers and the headquarters.
 

10.6 	 Review staff establishment and recommend additions
 
and reductions to headquarters.
 

II. 	 Maintenance 
11.1 	 Ensure vehicles, equipment, plant and boildings ire
 

maintained in good order.
 

11.2 	 Ensure that tle park roads attd airstrips are in good
 
condition and that road signs are in place.
 

11.3 	 Ensur- that camp sites, self service bandas, picnic 
sites and entry gates are maintained. 

11.4 Ensure that bridges wildlife barriers and boundaries are
 
well maintained.
 

12 	 Liaison with Conservationists 
12.1 	 Liaise with outside orgatnisations, as may be necessary, 

on matters related to wildlife conservation. 

I3. 	 Reports 
13.1 	 Submit annual and quarterly operational, and other reports 

the Director by the agreed deadlines. 

13.2 	 Submit special reports to lie Director to cover 
non-routine developments. 
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SCOPE AND DIMENSION 

Supervisory responsibility Category A-Over 150 people 
Category B-Over XOpeople 
Category C-25 people 

Budgetary responsibility KWS Revenue sharing.
 
The Warden contributes to the dctermination of the factors influencing the
 
allocation of disbursement.
 

A Park Warden's bdgctary responsibility depends on th. level of activity and

therefore varies fron park bitt this typically falls within thc range of Kshs I
 
million Kshs 4 million per "mnnum.
 

KEY COMPETENCIES 

Education A minimum '0' level Education 

Technical skills Paramilitary training 

Professional knowledge A minimum Diploma in Wildlife Managcincnt. A diploma or degree ilt marime 
science an advantagc for Park Wardens posted to marine parks/ reserves. 
Supplemented by formal training in: 

: Admhinistration 

: Finncial Maagement 
* Project Management 
* Project Development 

Experience Prior expericncc as a Park Warden of a lower category park/reserve, or as a
Deputy Warden in apark/reserve (if the same category. 

Decisiveness Should have the ability to make quick and logical decisions in tIhe areas of: 

equipment management; 
staffmanagement: 
developments; 
policy interpretation: 
research: 

Planning and organising Able to plan long term and short term park activities 

Managing staff Should be able to delegate activities to stall, and develop tIhe performance of 
staff. 

Communication Bol oral and written communicatim skills are cssential. Able to chair and 
run meetings and articulate KWS policy. 

Swimming/scuba diving Marine Park Wardens should have strong swimming, preferably with scuba 
diving experience. Skills in life saving techniques required. 

Mountain rescue Park Wardens of mnotmntainous areasshould be familiar with nountain rescue 
procedures. 
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JOB DESCRIPTION (29 June 1993] 

JOB TITLE Deputy Park Warden 

RANK 	 Warden I (Category A) 
Warden 1I (Category B)
Warden III (Category C) 

LOCATION Park/Reserve 

RESPONSIBLE TO 
 Park 	Warden
 

RESPONSIBLE FOR Park Officers 
Senior Sergeants 
Sergeants
 
Corporals 
Administrative staff 
Auxiliary staff 

OBJECTIVE OF THE JOB: To assist the Park Warden to ensure 
the security and efficient management
of the park/reserve, enforcing the 
provisions of Wildlifethe Act. 

To supervise direct workand the of 
KWS staff deployed to the 
park/reserve. 

DUTIES SERVICE/PERFOR.IM1CE 

STAVIDARD 

1 	 Planning and Development
1.1 	 Assist the Park 4arden to develop

the Annual 'ork Plan, and to monitor
 
performance against the 
 plan. 

1.2 	 Assist the Park Warden to devise and
 
monitor the implementation of capital
 
development programmes.
 

2 Park Mrnagement
2.! Act in the absence of the Par'k Warden
 

to ensure the efficient and effective
 
management of the park/reserve.
 

2.2 	 Supervise and direct the work of KWS
 
staff in the park/reserve. Allocate
 
staff to their stations.
 

2.3 	 Enforce the Wildlife Act; ensure security

through the deployment of staff to gates

and on patrol duties.
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2.4 Ensure the maintenance, cleanliness andtidiness of park/reserve gates, compoundsand other facilities. Promote cleanlinessand environmentally acceptable disposal ofrubuish from commercial operations andcommunities living within the area forwhich park/reserve staff are responsible. 

3 Community WildUle Services3.1 Represent the Park Warden at the DistrictDevelopment Committee and other committees
 
where necessary.
 

3.2 Support the Community Wildlife Officer
the management of 
in


community relations. 

4 General and staff administration4.1 Acts as Secretary to the Park Tender Board

and other park/reserve 
meetings. 

4.2 Coordinate transport arrangements andensure proper maintenance and efficient
allocation of the vehicle fleet (inco-operation with the Workshop manager). 

4.3 Manage the welfare and discipline of allstaff in the park/reserve on behalf of

the Park Warden.
 

5 Reports5.1 Compile monthly and quarterly reports, instandard format, for the attention of the
Park Warden.
 

SCOPE A.ND DIMENSION
 
Supervisory 
 responsibility 

Category A - Over 150 people 
Category B - Over 80 peopleCategory C - 25 peopleBudgetary responsibility 
Nil 

KEY COMPETENCIES 

Education 

Minimum 
 of "0" level 
education. 

Technical skills 
ParamilitaryProfessional training.knowledge 
A minimum of Diploma in 
Wildlife Management. A
diploma or degree in 
marine biology anadvantage for staff postedto marine parks/reserves. 
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Supplemented by formal 
training in project 
management. 

Experience Preferably a Park Officer 

of a park/reserve in the 
same category or a Deputy 
Park Warden of a lower 
category park/reserve. 

Communication Should have good written 

and oral communication
 
skills.
 

Decisiveness 
 Should have the ability to 

make quick and logical 
decisions in the areas of 
administration and staff 
management.
 

Planning and organising Able to contribute to short 
and long term planning. 

Managing staff Should be able to delegate 
activities to staff and 
develop the performance of 
staff. 

Swimming/scuba diving Staff posted to marine 
parks/reserves should have 
strong swimming skills, 
preferably with scuba 
diving experience. Life 
saving skills required. 

Mountain rescue Staff posted to mountainous 
areas should be familiar 
with mountain rescue 

procedures. 

(Filename: DEPPWARD - Blue disc] 
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DATA SHEET A: Comments added under "Accountability & Responsibilities"
For Kenya Wildlife Service (KWS) 

A1-KI PARCS Ref.No: 

AI D70342KWKEB074OS-0 
Al D70342KWKEB0740S-0 
AI D7O342KWKEB0740S-O 

Al D70212KWKEB084OS-O 

Al D7O212KWKEB084oS.O 

Al-KI PARCS Ref.No: 

BI D7051 IKWKEB08 -----
13 D70212KWKEB084OS-O 
BI D7051 IKWKEB08 -----
BI D70342KWKE30740S--
BI D70292KWKEC2524R-O 

AI-KI PARCS Ref.No: 

Cl D70492KWKEB09--S-O 
CI D7051 IVKWKEB08 -----
Cl D70342KWKEB0740S--
Cl D70292KWKEC2524R-O 
Cl D70212KWKEB084OS-O 

AI-KI PARCS Ref.Nn: 

DI D7051 IKWKEB08 -----
DI D70342KWKEB074OS--
DI D70212KWKEB084OS-0 
DI D70492KWKEB09--S.O 

Al-KI PARCS Ref.No: 

No added 

No added 

5 

No added 

5
 

No added 

,1
 

No added 

5 

No added 

4 

El D7051 IKWKEB08-.... 

El D70492KWKEB09--S-O 
El D70292KWKEC2524R.O 
El D70342KWKEB074OS--

El D70492KWKEB09--S-O 

AI-KI PARCS Ref.No: 

Fl D70292KWKEC2524R0 
FI D7051 IKWKEB08 -----
FI D70391KWKEB08--A-l 

Fl D70212KWKEB084OS-O 

Comment added 

Responsible for staff exposure and development. 

Responsible for staff mobilisation
 
Responsible for recommending and appointing for
 
promotion. 
Ensure socio-domestic needs of the staff eg.medical
 
schemes.
 
Provide incentives to good performers
 

Comment added 


Recommending and awarding tenders. 

Identifying proper sitings of all constructions, designs, etc.
 
Recommending maximum utilisation of infrastructure.
 
Optimum utilijation of available infrastructure.
 
Specification of the r,-quiremcnts
 

Comment added 


Oversee revenue sharing 

Create sources of income
 
Responsible for internal control
 
Security for revenue
 
Prompt documentation of record.
 

Comment added 


Identify viable projects. 

Identify priority needs
 
Delegate responsibilities
 
Liaise with other bodies and communities.
 

Comment added 


Ensuring that all persons in protected areas even 
visitors be aware of regulations. 

Intersectoral reference. 
Ensure that culprits are prosecuted before a court of law 
Create some awareness in laws and regulations in protected 
areas. 
Accountable for refering to past history on implementing 
laws. 

Comment added 


Security of the visitors 

Responsible for visitor security.
 
Responsible for providing interpretative information to
 
visitors about the protected area (Guidebooks).
 
Responsible for ensuring that the visitor is able to interpret
 
the resource.
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Al-KI PARCS Ref.No: 

GI D7051IKWKEBOg -----

GI D7051 IKWKEB08 -----

AI-KI PARCS Ref.No: 

[[I D70492KWKEB09--S-O 
HI D70492KWKEB09--S-O 

II D70292KWKEC2524R-0 

HI D70212KWKEB084OS-0 
Hl! D7051 IKWKEB08 -----

AI-KI PARCS Ref.No: 

II D70342KWKEB074OS--
1 D7051 1KWKEB08 -----

1 D70212KWKEB084OS-0 

AI-KI PARCS Ref.No: 

Jil D70212KWKEB084OS-0 

Il D70342KWKEB0740S--

J! D70492KWKEB09--S-O 

Al-KI PARCS Ref.No: 

KI D70212KWKEB0840S-O 

K! D7051 IKWKEB08 -----

Comment added No added 

Responsible for the right personnel and machines for 2 
activity. 
Responsible for designing effective methods for protected 
area. 

Comment added NG added 

Responsible for animal control. 5 
Responsible for involving community in 
planning,design,implementation.
 
Ensuring the local community support the conservation
 
efforts.
 
Involving communities in decision making.
 
Involving communities in protected area activities.
 

Comment added No added 

Identify research needs 3
Responsible for identifying right staff to carry out research
 
as well as project.
 
Making necessary adjustments
 

Comment added No added 

Educate staff to represent organisation in small community 3 
meetings. 
Responsible for ensuring that the organisation policy and 
image is protected. 
Responsible for public relations and extension. 

Comment added No added 

Initiate utilisation rights of the resource within sustainable 2 
levels.
 
Responsible for updating any changes 
 in protected areaconservation. 

DATA SHEET A: Deletions under "Accountability & Responsibilities" 

AI-K! PARCS Ref.No: Deletion No deleted 

There were no deletions 0 
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2.35.a. PAMs gap analysis relative to PARCS 2.3.5.a. PAMs gap analysis relative to PARCSTecnnical Knowiecge: Kenya Wilalife Service Planning Knowiecge: KInra ildlife Service 
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Annex 8: ATTTIUDES 

A. 	 INSTILLING WORK ETHIICS 

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

A2. showing hard work and dedication through example. 

A3. ensuring objectives of the organisation are explained to staff. 

A4. acknowledging good work in others while positively criticising bad work. 

AS. showing tolerance to others' points of view. 

A6. showing understanding when taking disciplinary measures. 

A7. providing attentive supervision to staffs work, especially when new responsibilities are given. 

AR. developing performance appraisal schemes. 

A9. encouraging subordinate staff to participate in programme formulation. 

Alt. cultivating good working relationships wltich creates rapport for instrction. 

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

Ai2. never criticise organisation openly. 

A13. respect agreements. 

A i4. giving others responsibility. 

A 15. objectivity snd justice of perqonnel. 

B. INSTILLING COMMITMENT TO CONSERVATION
 

al. showing dedication to national, regional and local conservation objectives or give example of commitment to conservation.
 

B2. explaining tostaff the value of conservation hy conducting rrgular in-service refresher courses on conservation ethics.
 

03. 	 demonstrating theimportance of conservation in relation to human needs.
 

114. becoming involved in extension conservation activities, especially witi school groups/wildlife clubs.
 

n15. participating in the design. implementation and analysis of effective law enforcement programmes.
 

06. 	 teaching protected area management that fully covers conservation concept.
 

07. 	 discouragement of activities contrary to the ethics of conservation e.g off road driving, killing animals, animal disturbance 
tc. 

BR. 	 provide incentives for conservation staff especially thewardens who are lowly paid for outstanding performances etc so as to 
rrotivale them. 

B9. 	 teach cost and benefits of conservation. 

B10. 	 studying past conservation efforts and plans and learning from experiences of others and causes of theirsuccesses anti 
failures. 

alI. 	 providing necessary working tools. 

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

13. 	 researching continually on animal population, behaviour and habitat. 

014. 	 regulating and controlling exports and imports of scheduled and nun.scheduled animals. 

B15. 	 delegating responsibility to others. 

1I6. active participation of PAM in conservation activities with regular surveillance of work carried out by staff. 

C. INSTILLING HEALTHIY ATTITUDFS TO ADJACENT COMMUNITIES
 

Ci. accepting the validity of community participation in protected area management and involving them.
 

C2. listening to and demonstrating willingness to ond-.rstand community areas.
 

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

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

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

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

C?. 	 seeking ways in which tangible benefits can accrue to communities without jeopardising the area's conservation objectives. 

CR. 	 education for local communities in conservation. 

C9. 	 law enforcement. 
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