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EXECUTIVE SUMMARY
 

Protected Area Managers (PAMs) play a vital role in the
 
protection and conservation of Africa's rich biological
 
resources. Protected area management in Africa is becoming an
 
increasingly complex task requiring technical skills relating
 
not only to wildlife and tourism, but to management, planning,
 
law, policies, finance and accounting as well. Traditional
 
training institutions and programs for PAMs in Africa
 
generally have not kept pace with the increasing demands on
 
effective protected area management.
 

The PARCS (Protected Area Conservation Strategy) project seeks
 
ways to facilitate the process of addressing training needs in
 
skills which PAMs themselves recognize a deficiency.
 

A limited training needs assessment was carried out in
 
Mozambique by interviewing staff of the Direccao Nacional de
 
Forestas e Fauna Bravia (DNFFB) and other conservation
 
professionals in Maputo. The objective of the interviews was
 
to find out what skills DNFFB, and others, considered PAMs
 
would need in order to re-establish an effective protected
 
area management program following more than twenty years of
 
civil unrest.
 

PARCS concurred with the assessment that priority must be
 
placed on posting conservation management staff to field
 
stations as soon as possible. However, at least as an interim
 
measure until a more structured, long-term training strategy
 
can be developed by DNFFB, PARCS sought to develop consensus
 
on ;hat topics should constitute the basis of an induction
 
training program PAMs. The suggested topics for such a
 
program included:
 

* 	 Principles of Conservation;
 
* 	 Basic Wildlife and Forestry Management;
 
* 	 Plant and Animal Population Surveying and
 

Monitcoring;
 
• 	 Law Enforcement;
 
* 	 Human Resource Management and Administration;
 
• 	 Community Extension and Public Relations; and
 
* 	 Tourism (Visitor Services and Management).
 

Staff to teach the above courses could be drawn from:
 

the Faculty of Biology, Eduardo Mondlane
 
University;
 

o 	 DNFFB; 
• 	 the Agrarian Training Center; and
 
* 	 the Ministry of Commerce.
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In addition, there may be some need for inputs from other
 

sectors, and consultants.
 

Possible venues for training include:
 

the never-used, but extant, DNFFB Training
 
School at Marracuene;
 
School of Nature Conservation at Gorongoza
 
National Park; and
 
the Center for Agricultural Training and Rural
 
Development.
 

PAPCS and IUCN are well-placed to liaise on training
 
developments in Mozambique. IUCN is expected to take early
 
initiatives on training persoinel at the Scout and Ranger
 
level. PARCS, in Phase II, is in a position to provide
 
advisory (if not, some technical) inputs into the training at
 
the PAM level, if there is interest and financial and human
 
resources permit.
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SECTION 1:
 
PROTECTED AREA CONSERVATION STRATEGY (PARCS)
 

.1 THE 	APPROACH
 

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

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

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

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

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

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

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

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

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

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

1.2.1 	 In light of the above the PARCS project seeks to address
 
two questions:
 

(i) 	What is needed in respect of PAM training to
 
enhance the conservation of Africa's Protected
 
Areas?; and
 

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

PARCS is attempting to do this oy:
 

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

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

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

1.2.2 	 The PARC project is envisioned as a multi-year activity.
 
During the first year (Phase T) an in-depth assessment of
 
training needs, priorities, constraints, and
 
opportunities, will be completed in each region.
 
Specifically, for PAMs, the assessment is designed to:
 

a 	 assess skills needed for effective protected area
 

management;
 

b 	 assess present skill levels;
 

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

d 	 assess training needs of PAMs;
 

e 	 identify constraints to adequate and effective
 
training;
 

f 	 identify the institutions and programs presently
 
used for training;
 

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

1.3 	 THE PROCESS
 

1.3.1 	 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 organizatiun in eastern
 
Africa, WWF heads PARCS in southern Africa, and WCS has
 
assumed lead responsibili-y in francophone central
 
Africa.
 

1.3.2 	 Funding for PARCS comes from the Bureau for Africa of the
 
U.S. Agency for International Development (AID).
 
Supplementary funding has been provided by WWF. AWF, WCS
 
and WWF have contributed staff time to the project as
 
well. Furthermore, each collaborating organization is
 
drawing from its expertise and experience with related
 
on-going activities in the field, to enhance the PARCS
 
assessments.
 

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

1.3.4 	 Following the workshop, the methodology was reviewed by
 
a number of key members of the conservation community in
 
Kenya and Zimbabwe and a sampling of wardens from several
 
African countries. The RM in southern Africa conducted
 
a trial assessment of training needs in Malawi between 13
 
Septeber and 2 October, 1992. The methndology was also
 
reviewed by the core team in September and amended in
 
light of those reviews.
 

1.4 	 GOAL OF THE MET[ODOLOGY
 

1.4.1 	 The main tool of the training needs assessment is a
 
questionnaire (Annexe 1) designed at the methodology
 
workshop in Nairobi. A que tionnaire approach was
 
adopted for the needs assessment for the following
 
reasons:
 

a 	 The questionnaiLue could be designed as a matrix and
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serve as an efficient and practical way to present
 

the array of specific skills required for the job
 

of a PAM;
 

b 	 It would provide a convenient tool to compare
 

outside assessments of the skills required of the
 

PAM with the PAMs' own perceptions of required
 
skills;
 

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

d 	 It would lend itself well to standardized data
 
extraction and comparison and analyses acrosq the
 

three regions of Africa.
 

1.4.2 	 A strength of the questionnaire is that it is not just a
 

means of gathering information, but it is a training tool
 

in and of itself. The process of leading the PAM through
 
the questionnaire has been designed to stimulate thought
 

and discussion on the important facets of protected area
 

management. In fact, the questionnaire may well
 

influence the way some PAMs look at their jobs and their
 
role in managing those Areas.
 

1.5 	 TARGET GROUPS
 

1.5.1 	 The primary target group for the PARCS assessment is the 

Protected Area Manager (PAM) , the highest ranking manager 
on-site in a protected area. Across the many countries 
in the PARCS assessment, a wide variety of individuals 

with a multiplicity of titles may act as PAM (e.g., 
regional officers, warden, senior warden). In order to 

identify the appropriate individuals for the assessment 
in each country, it was necessary to carefully examine 

organizational structures and job descriptions.
 

1.5.2 	 In some countries problems in protected area management
 
may result from the placement of higher level staff who
 
have little, if any, experience in such fields as
 
management and planning. Hence, in countries where the
 
PARCS RM and his/her core team representative deemed it
 

possible and desirable, the assessment was broadened to
 
include the level of management above the PAM (i.e.,
 
Field ( erations Director (FOD) at the government's
 
conservation authority's (CA) headquarters).
 

1.5.3 	 It is also recognized that in many c 3es the job of PAM
 
will eventually be filled by individuals immediately
 
below this level (depending on organizational structures
 

6
 



and the procedures of the organization) . The RM and 
his/her core team representative may have therefore 
decided tc include in the assessment, individuals 
directly below the PAM. 

1.5.4 	 The categories of people who may have been asked to
 
participate in the assessment are listed below:
 

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

b 	 Protected Area Manager (PAM);
 

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

d 	 Field Operations Director (FOD);
 

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

f 	 Research Officers.
 

1.6 	 TARGET COUNTRIES
 

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

1.6.2 	 Practical realities, however, will inevitably dictate
 
that in-depth assessments can only be done in some
 
countries, limited assessments in others' and no
 
assessments in yet othe~rs. In-depth assessments involve
 
in-country site visits and follow the methodology
 
described in this document. Limited assessments involve
 
more cursory assessments, often conducted from outside
 
the country using means available (limited use of the
 
questionnaire through selective interviews and mailings,
 
collection of baseline data through telephone interviews,
 
literature searches, etc.).
 

1.6.3 	 The practical realities that dictate where assessments
 
are conducted include, but are not limited to:
 

a 	 government cooperation;
 

b 	 USAID cooperation;
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c civil war or unrest; 

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

e potential for follow-on activities. 

1.6.4 	 A categorization of countries was made. Decisions
 
regarding priorities for the use of time and funds among
 
t..ese countries were the joint responsibility of re ional
 
managers and their respective core team members.
 

1.6.4.1 	 The categorization of countries is as follows:
 

Eastern Africa
 

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

Limited Assessments: Somalia.
 

Central Africa
 

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

Limited Assessments: Burundi, Central African Republic,
 
Gabon.
 

Southern Africa
 

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

Limited Assessment: Mozambique.
 

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

1.7 	 PRELIMINARY GROUNDWORK
 

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

a 	 organizational structure for the whole Department
 
and, if available, for individual protected areas;
 

8
 



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

training records;
c 


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

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

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

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

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

1.7.2 Where appropriate, the RM discussed the FODs' position
 

and training needs, including such topics as:
 

a 	 Strategic planning;
 

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

c 	 Representation of organization and public
 
relations;
 

d 	 Planning optimal deployment of well-motivated
 
competent staff;
 

e 	 Development and 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; and
 

h 	 Managing concessions in protected areas.
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1.7.3 The FOD was asked to:
 

• 	 verify that these are the key aspects of the job
 
and to comment on the list;
 

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

• 	 discuss what are the constraints to obtaining this
 
training.
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SECTION 2:
 
COUNTRY REPORT
 

2.1 INTRODUCTION
 

2.1.1 	 Mozambique was the only country of the five included in
 
the PARCS Southern Africa region for which a 'limited'
 
training needs and training opportunities assessment was
 
undertaken.
 

At the time field-work on the PARCS project began in
 
August 1992, Mozambique was coming to the end of a
 
twenty-year civil war that had had devastating effects on
 
the country's wildlife resources. Recent surveys
 
conducted in the Zambeze Delta (mainly the Morremeu
 
Complex) have shown declines of up to 90% in populations
 
of Buffalo, Waterbuck, Reedbuck, and Hippopotamus
 
(Anderson 	et al., 1990).
 

Not surprisingly, no Government wildlife staff have been
 
present at Gorongoza National Park, one of the most
 
important reserves in the country, since 1981. In early
 
1993 only one (out of twenty--two) protected areas had an
 
on-site manager: at the relatively safe and undisturbed
 
Parque Nacional do Bazaruto, ten kilometers offshore from
 
Vilanculos.I
 

The likelihood that Mozambique could contribute in a
 
meaningful way to PARCS' regional training objectives
 
seemed, at the time, very remote and Mozambique was
 
'unofficially' dropped from the list of countries to be
 
surveyed by PARCS.
 

2.1.2 	 PARCS' actual involvement in Mozambique came about
 
through an opportunistic encounter with a Mozambican SADC
 
official, Mr. J. Ferrao, attending a conference in
 
Lilongwe.
 

In view of the changing political climate in Mozambique,
 
and sensing the need for training initiaLives to be
 
undertaken in the wildlife sector, Mr. Ferrao actively
 
encouraged PARCS to involve itself in the training of
 
protected area management staff of the Direccao Nacional
 
de Forestas e Fauna Bravia (DNFFB): the National
 
Directorate for Forestry and Wildlife.
 

A full account of existing DNFFB Technical Staff is given
 

in Costa, 	Anstey, and Chande (1993).
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2.1.3 	 The matter of reconsidering training needs and training
 
opportunities assessments in Mozambique was then raised
 
at the PARCS workshop in Harare in December 1992.
 

Provided USAID gave clearance to do so, a visit could be
 
made 	to Maputo to speak with DINFFB officials and other
 
interested parties on how training of protected area
 
managers in Mozambique might be undertaken.
 

At about this time, the PARCS Southern Africa Rpgional
 
Office became aware of IUCN training initiatives for
 
Mozambique, mainly in connection with the demobilization
 
of FRELIMO and RENA40 troops (Anstey, 1992). A liaison
 
between PARCS and IUCN on these initiatives was
 
subsequently established.
 

2.1.4 	 National Conservation Strategy
 

2.1.4.1 	 At the time of w.riting Mozambique has no formal policy
 
for the conservation of its wildlife and forestry
 
resources. DNFFB has, however, taken steps to re-define
 
its role and develop strategies for short-term (at
 
present), medium-term (by 1995) and long-term (by 2005)
 
action plans. Generally, they include:
 

0 	 a strategy for the development of the forestry and
 
wildlife sector;
 

* 	 development of forestry/agroforestry extension
 
services in rural areas;
 

* 	 infrastructural changes (technical and
 
administrative organization) to provincial forestry
 
and wildlife services; and
 

a 	 proposals for the consolidation and rehabilitation
 
of the country's protected area system.
 

2.1.4.2 	 Contained within these action plans are activities of
 
relevance to the PARCS project, in particular, training
 
for the development of protected area management skills
 
that are identified in the PARCS questionnaire, viz:
 
anti-poaching; community liaison work; commercial aspects
 
of wildlife utilization; conservation education arid
 
extension; management/development plans for protected
 
areas; infrastructure rehabilitation; and tourism
 
management.
 

2.1.4.3 	 Training is recognized to be an integral part of the
 
development of a National Conservation Strategy for
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Mozambique (Milagre Cezerilo, Director: DNFFB, personal
 
communication).
 

The PARCS project has been invited to contribute towards
 
that 3trategy by identifying training needs and
 
opportunities for the country's protected area managers.
 

2.1.5 	 Protected Area Authority
 

2.1.5.1 	 The National Directorate of Forests and Wildlife (DNFFB)
 
under the Ministry of Agriculture, is responsible -or the
 
administration of protected areas in Mozambique.
 

EMOFAUNA, 	a parastatal established within the Directorate
 
to undertake wildlife utilization (principally safari
 
hunting dnd culling), was set up in 1981.
 

With the escalation cf civil strife during the 1930's
 
these operations ceased.
 

An organizational chart for DNFFB is given below.
 

DIRECCAO NATIONAL DE FLORESTAS E FAUNA BRAVIA
 

DIRECT'R
 

DEPUTY DIRECTOR
 

Chief of Department
 

Anti-poaching Unit Research & Management Unit
 

Regional Warden
 

Warden, Ranger, Scout
 

2.-.5.2 	 There have been attempts to ciordinate the broad 
cn.J ronmental activities of other Ministries by creating 
a National Planning Commission which included a 
Department of Economic Planning, a Department of 
Statistics, and the National Institute for Physical 
Planning (NIPP) . NIOP's responsibility lies mainly with 
land-use planning and attempts to collate environmental 
data, including health, forestry and wildlife. However, 
the same constraints imposed on DNFFB, due to the civil 
war, have hampered the effectiveness of NIPP's 
activities. 
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2.1.6 	 Protected Area System
 

2.1.6.1 	 Six major categories of Protected Area are recognized in
 
Mozambique (Table 1), covering an area (excluding Forest
 
Reserves) of about 104 000 kms2, or 13% of the land area.
 

the National Parks are land-based, with the
2.1.6.2 	 Three of 

fourth, Bazaruto, a marine park situated ten kilometers
 
offshore on an island archipelago. The six (including
 
one partial) Game Reserves are all land-based.
 

2.1.6.3 	 In addition to national parks and game reserves, there
 
are Fauna Protection Areas (FPAs) and Coutadas. Only
 
three 	FPAs are of significant size and serve as buffer
 

adjacent to Gile and Maputo Game Reserves, and
zones 

Gorongoza National Park. Coutac.-s are areas that were
 
set aside for photographic and hunting safaris operatea
 
on a private concession basis.
 

2.1.6.4 	 The eleven corest Reserves fall under the jurisdiction of
 
the Direccao dos Servicos de Agricultura e Florestas
 
(DSAF).
 

2.1.6.5 	 Encroachment into Mozambique's Protected Areas during the
 
civil war, with resultant loss of wildlife and wildlife
 
habitat, represents a major problem for the Government to
 
solve.
 

As resettlement begins with the return of refugees from
 
neighboring countries, Government is faced with the
 
daunting task of meeting the expectations of rural
 
communities who want access to arable and pastoral lands.
 
Evicting illegally-settled families from National Parks
 
and Game Reserves will not be easy; perhaps DNFFB will
 
have to alter its policies on settlements in Protected
 
Areas or re-align bountaries to minimize disturbance to
 
communities (Cezerilo, personal communication, 1993).
 

14
 



Table 1. 	 Categories of Protected Area and their Size,
 
Mozambique
 

Name 	of PA [ Status Area (km2) 

Banhine National Park 7 000
 
Bazaruto National Park 80
 
Gorongoza National Park 3 370
 
Zinave National Park 5 000
 

Gile Game Reserve 2 100
 
Maputo Game Reserve 900
 
Marromeu Game Reserve 1 500
 
Niassa Game Reserve 15 000
 
Pomene Game Reserve 200
 

Rovuma Partial GR 	 15 000
 

Coutada (n 	= 12) 54 000
 

Inhaca Faunal Reserve 	 <10
 

Forest Reserve (n = 11) 	 (?) 

2.1.6.6 	 Tinley (1990) has urged a revision of National Park areas
 
to include buffer zones and the development of Integrated
 
Conservation Development Projects (ICDPs) along the
 
coastline.
 

Discussions are also under way on the establishment of a
 
transfrontier park between Banhine and Kruger National
 
Park, in 	the Republic of South Africa, and possibly
 
linl.ing up 	with Gonarezhou National Park in Zimbabwe.
 

2.2 	 METHODS
 

2.2.1 	 Maputo was visited between 7 and 10 March, 1993,
 
primarily to introduce PARCS to DNFFB and other
 
interested parties in the environmental conservation
 
sector and to evaluate the potential for PARCS' training
 
initiatives in Mozambique.
 

2.2.2 	 Before departure to Maputo, IUCN (Harare) proposals to
 
develop "Wildlife Resource" projects in Mozambique
 
(Anstey, 1992) were reviewed. Two of the proposals had
 
possible relevance to PARCS' Southern Africa Regional
 
objectives, viz:
 

* 	 Training for Wildlife Resource Management; and
 
* 	 Demobilization of Soldiers and Staff Training for
 

Wildlife Management.
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2.2.3 	 Listed below are the members of staff of various
 

Governmental and Non-governmental organizations who were
 

interviewed in Maputo.
 

Some interviewees had only peripheral interest in PARCS
 

and its training program objectives in Mozambique and
 

consequently their comments on training were of limited
 
value.
 

National Directorate for Forestry & Wildlife
 

Dr. Milagre Cezerilo Director
 
Bartholomeu Souto 
 Head cf Wildlife
 
Sansao Bonito Anti-poaching
 
Alfonso Madope Conservation Education
 

UNDP Forestry Wildlands Sector (UNDP)
 

Mohammed Saket 	 Forest Reserves
 

Institute 	for Rural Development (IRD)
 

Gabriel Tembe 	 Regional Coordinator
 

National Environment Commission (NEC)
 

Dr. Ferraz Director 
Shauna McKenzie Policy & Law 
Martin Whiteside Environment & Sustainable 

Development 

2.3 RESULTS & DISCUSSION
 

2.3.1. 	 Recruitment to Post of PAM
 

2.3.1.1 	 The minimum educational requirement to become a PAM is
 
secondary school matriculation (in at least five
 

subjects). Where appropriate and feasible, recruits are
 

given up to two years of English language training before
 

being sent to Mweka College in Tanzania to complete the
 
certificate course in Wildlife Management.
 

2.3.1.2 	 Upon graduation from Mweka College, PAMs are, or were,
 
normally sent to a National Park, Game Reserve or Coutada
 
to acquire on-the-job, supervisory skills in such fields
 
as: anti-poaching; research; tourism; community liaison;
 
and conservation education.
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2.3.2 	 PAM: Job Description & Responsibilities
 

2.3.2.1 	 DNFFB does not have job descriptions for the post of PAM.
 

2.3.2.2 	 In the past, responsibilities of PAMs were typical of
 
those of protected area management throughout the region
 
and consisted mainly of anti-poaching, tourism activities
 
and problem animal control (and other interventions, such
 
as prescribed burning).
 

2.3.2.3 	 With the end of the war and a subsequent resurgence in,
 
and need for, training initiatives, the opportunity has
 
presented itself to inaugurate new training programs for
 
PAMs which incorporate latest developments in community
 
liaison, tourism, planning processes and commercial
 
aspects of protected area management.
 

2.3.3 	 Training Opportunities for Protected Area Management
 
Staff
 

2.3.3.1 	 Between 1977 and 1978 a ranger and scout training program
 
was run at Gorongoza National Park before being disrupted
 
by the war.
 

2.3.3.2 	 Later, at Marracuene, a Wildlife and Forestry Training
 
Center was established, but never used. The buildings
 
are in good order and could be refurbished. It was
 
planned that staff from the various Ministries and/or
 
Departments connected with natural resource management
 
would have been called upon to lecture at the Training
 
Center.
 

2.3.3.3 	 Recently (up to 1990), Game Scouts were sent to the
 
Kangwane Conservation Department in South Africa to
 
receive training, where emphasis was placed on law
 
enforcement and weaponry skills. The course has since
 
been revised to cover a much wider range of subjects
 
includi.ng Administration, Equipment Maintenance and Fire
 
Control.
 

Tinley (1990) has suggested that a mobile training unit
 
from Kangwane should be invited to fly to various centers
 
in Mozambique to give refresher courses when and where
 
necessary.
 

2.3.3.4 	 Traditionally, PAMs have been trained at Mweka. By and
 
large, DNFFB has been satisfied with the quality of
 
training its staff receives there, although there are
 
some areas which need additional training once graduates
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return to 	Mozambique. These include:
 

* 	 budget and accountancy skills;
 
* 	 protected area planning; and
 
* 	 roads/buildings/infrastructure repair and
 

maintenance.
 

There is a further, key area in which DNFFB considers
 
PAMs deficient: application of domestic wildlife
 
legislation ana the process of apprehension and
 
prosecution of offenders. These latter deficiencies
 
could be redressed by conducting In-Service training
 
within the Directorate using lecturers from the Faculty
 
of Law at 	Eduardo Mondlhane University.
 

2.3.3.5 	 The possibilily exists to recruit graduates from the
 
College of Forestry, Agriculture and Livestock at Chimoio
 
and provide them with intensive induction training which
 
would allow posting to vacant field posts. This would be
 
considered an interim measure only, to serve the
 
immediate, short-term need to get management staff into
 
the field as quickly as possible.
 

2.3.4 	 Current Training Initiatives
 

2.3.4.1 	 There are a number of projects with a strong training
 
component already being proposed for Mozambique, though
 
none is much beyond the feasibility stage yet. If PARCS
 
is to become involved in Mozambique, PARCS must be sure
 
not to overlap with other training initiatives, but
 
rather, play a complementary and/or supportive role to
 
them.
 

2.3.4.2 	 In 1991 the FAO Forestry Project initiated a new training
 
program at Beira which combines forestry and wildlife
 
subjects. The course content is expected to reflect the
 
expanded roles of protected area management staff by
 
including topics such as community conservation and
 
integrated resource management.
 

2.3.4.3 	 Steps have been taken recently to orientate DNFFB staff
 
to community-based activities. The Directorate's
 
Conservation Education officer recently visited CAMPFIRE
 
programs in Zimbabwe, organized through ZIMTRUST anc
 
DNFFB.
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2.3.4.4 	 IUCN, in conjunction with DNFFB, has identified two
 
priority projects which address the need to provide
 
training in the mid-management and uniformed ranks of
 
orntected area management staff. The first of these, and
 
of immediate importance, involves the integration of
 
demobilized FRELIMO and RENAMO soldiers into DNFFB to
 
bolster the security of gazetted protected areas. DNFFB
 
has identified the need to recruit and train up to 1,200
 
field staff for law enforcement, and the use of
 
demobilized soldiers is seen as a means of achieving that
 
objective. It is proposed that protected area field
 
staff will undergo a one-to-two month training program at
 
an already-established training institution (e.g. at
 
Chimoio or Gorongoza).
 

2.3.4.5 	 The second project of relevance to training and to
 
PARCS's initiatives is, 'Training for Wildlife Resources
 
Management'. The current shortage of trained staff at
 
DFNNB, especially in the mid- and senior-level cadres
 
needs to be redressed urgently. This applies
 
particularly in the fields of protected area management,
 
wildlife utilization, rural development, research,
 
planning, monitoring & evaluation, and administration.
 
One of the main objectives of this second proposal is to
 
identify national, regional and international institutes
 
where training in these important fields can be offered.
 

2.3.5 	 Constraints
 

2.3.5.1 	 One of the principal constraints on training Mozambican
 
PAMs is language. Training centers/institutes outside
 
Mozambique do not generally cater to Portuguese-speaking
 
students. However, there are three training
 
centers/nature conservation agencies in RSA at which
 
staff speak Portugues,. These institute include:
 

* Natiknal Parks Board, Pretoria;
 
* Kangwane Parks Corporation, Nelspruit; and
 
* National Botanical Institute, Claremont.
 

2.3.5.2 	 A severe shortage of human resources exists In the
 
wildlife sector, and recruits to the post of PAM are
 
likely to come from retrenched/demobilized soldiers
 
and/or inexperienced, basically-educated, high-school
 
students.
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DNFFB's most urgent need is to get staff into the field
 
to "establish a presence" and begin the task of managing
 
protected areas. It is based upon the tmmediacy of
 
"establishing a presence" that PARCS may be able to
 
support training initiatives for PAMs in Mozambique.
 

2.3.5.3 	 The suitability of using retrenched troops to strengthen
 
DNFFB's law enforcement capabilities is open to question.
 
Newly-trained PAMs sent to the field for the first time
 
are going to faced with the unenviable task of directing
 
and controlling the activities and behavior of hardened
 
veterans of twenty years of bush fighting. Skills in
 
personnel management will be of a premium, as well as
 
personal fortitude.
 

20
 



SECTION 3:
 
RECOMMENDATIONS
 

3.1 	 From more than ten hours of interviews with both governmental
 
and non-governmental staff working in the field of natural
 
resource management and land-use systems (see 5.3), it emerged
 
that one of the key areas of training for PAMs in Mozambique
 
will have to be community-based conservation and extension
 
methods in order to implement integrated, holistic approaches
 
to peripheral, rural development around protected areas. It
 
was thought by all that skills in "community dialogue" would
 
be critical to the achievement of conservation objectives of
 
protected areas and mitigation of conflict between consumptive
 
and non-consumptive utilization of resources.
 

3.2 	 Given that priority must be given to posting conservation
 
management staff to field stations as soon as possible,
 
consensus was sought on what topics should constitute the
 
basis of a six-week induction training program PAMs:
 

* 	 Principles of Conservation;
 
* 	 Basic Wildlife & Forestry Management;
 
* 	 Plant and Animal Population Surveying & Monitoring;
 
* 	 Law Enforcement;
 
* 	 Human Resource Management and Administration;
 
• 	 Community Extension & Public Relations; and
 
* 	 Tourism (Visitor Services & Management).
 

3.3 	 Staff to teach the above courses could be drawn from: the
 
Faculty of Biology, Eduardo Mondlane University; DNFFB; the
 
Agrarian Training Center, and the Ministry of Commerce.
 

There may be some need for inputs from other sectors, and
 
consultants.
 

3.4 	 Possible venues for training include: the never-used, but
 
extant, DNFFB Training School at Marracuene; School of Nature
 
Conservation at Gorongoza National Park and the Center for
 
Agricultural Training and Rural Development.
 

3.5 	 PARCS and IUCN are well-placed to liaise on training
 
developments in Mozambique, wi.th IUCN expected to take early
 
initiatives on training personnel at the Scout and Ranger
 
level, and PARCS in a position to provide advisory (if not,
 
some technical) inputs into the training of PAMs.
 

21
 



REFERENCES
 

Anderson, J. L., Dutton, P., & B. Souto. 1990. Evaluation of the
 

wildlife resource in the Marromeu Complex, with
 
recommendations for its future use. Unpublished survey for
 

LOMACO.
 

Anstey, S. 1992. Wildlife Resources of Mozambique: Portfolio of
 

Priority Projects. IUCN, Harare.
 

Costa, F., Anstey, S., & B. A. Chande. 1993. Mozambique.
 

Demobilization of Soldiers/Staff Training for Forest and
 

Wildlife Management. IUCN (Regional office, Southern Africa).
 

Tinley, K. L. 1990. A strategy for the beneficial use of
 
Mozambique's wildlife and wilderness resources. Report to
 
UNDP/FAO project MOZ/86/003 (Draft).
 

22
 



ACKNOWLEDGEMENTS
 

The PARCS Regional Manager would like to thank Mr. J. Ferrao,
 
Ministry of Culture & Information, Government of Mozambique,
 
for his assistance in setting up meetings with key people in
 
the conservation sector in Maputo; and Mr. S. Anstey for 
providing useful discussion on IUCN projecc proposals for 
Mozambique. 

23
 



ANNEXE 1:
 

PROTECTED AREA CONSERVATION STRATEGY (PARCS)
 
THE METHODOLOGY
 



Protected Area Conservation Strategy (PARCS)
 

The Methodology
 

June 1993 

Biodiversity Support Program 

The Biodiversity Support Program is a USAID-funded consorum 
of World Wildlife Fund, The Nature Conservancy, and World 

Resources Insflutue 



List of Acronyms 

ARTS/FARA: Office of Analysis, Research and Technical Support/Division of Food, 
Agriculture, and Resources Analysis 

AWF: African Wildlife Foundation 

BSP: Biodiversity Support Program 

FAO: United Natiors Food and Agriculture Organization 

FOD: Field Operations Director 

IUCN: International Union for Conservation of Nature and Natural Resources 

NGO: Nongovernmental Organization 

PAM: Protected Area Manager 

PARCS: Protected Area Conservation Strategy 

PARTS: Policy, Analysis, Research and Technical Support 

SADCC: Southern African Development Coordination Conference 

USAID: United States Agency for International Development 

WCI: Wildlife Conservation International 

WWF: World Wildlife Fund 



Glossary of Terms 

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

Field Operations Director (FOD): Manager in the headquarters office (central or regional) who 
is responsible for managing field operations in protected areas across the country. 

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

In-Depth Assessments: Asseszments conducted under the PARCS project that involve in-country 
site visits and follow the methodology of PARCS Phase I. 

In-service Training: Short-term training (less than 6 months) organized by an individual's 
employer (e.g., parks department) that is undertaken during an individual's term of service. In
service training may be external or internal. External in-service training is provided by an entity 
other than the employer. Internal in-service training is provided by the employer. In-service 
training that is provided to new employees before they assume their responsibilities may also be 
called induction L--aining. 

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

completion of in-country questionnaires. 

On-the-Job Training: Training received through informal means during the normal course of 
work, such as being given or seeking guidance from other colleagues and supervisors, learning 
by doing, overlap with individuals formerly holding positions, and handover notes left by 
predecessors. 

Other Training: Training received through means other than formal institutions, in-service 
training, or on-the-job training. Other types of training may include workshops, seminars and 
conferences. 
Protected Area: An area of land and/or water that has been set aside, by law, to conserve 

natural resources and be managed by the public sector. 

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

Regional Managers: Persons designated by the NGOs collaborating on the PARCS project to 
conduct the field assessments in southern, central, and eastern Africa. 

BEST AVAILABLE DOCUMENT
 



Table of Contents 

I. The Approach ................................................ 	 I
 

II. The Project ..... .................................. 	 ........ 3
 

4III. The 	Process .................................................. 


IV. Target Groups and Geographical Focus ............................. 	 5
 

V. Preliminary Groundwork .................................... 7
 
The Initial Meeting ............................................ 7
 

General Information on Training ................................. 8
 
Meeting the FOD ............................................. 10
 

VI. The Needs Assessment ......................................... I
 
Pre-Questionnaire Discussion .................................... 12
 

The Questionnaire .......................................... 14
 
Post-Questionnaire Discussion .................................... 24
 
Amplification of Responses ...................................... 25
 

Background Information Sheets ................................. 26
 
Indicative Information Sheets .................................. 28
 

VII. 	 In-Country Training Opportunities Assessment ......................... 30'
 
Training Institutions Background Information ....................... 31
 
Instructions for Training Institutions .............................. 34
 
Alternative Training Opportunities Questions ....................... 39
 

VIII. Out-of-Country Training Opportunities ............................... 	 41
 

IX. Follow-Up Activities ........................................... 	 41
 

41X. Feedback ................................................... 


XI. 	 Data Organization and Analysis ................................... 42
 
PARCS Reference Number ..................................... 42
 
Data Sheet A .............................................. 46
 
Data Sheet B ............................................... 48
 
Data Sheet C ............................................... 50
 
Data Sheet D .............................................. 52
 
Data Sheet E ............................................... 55
 
Data Sheet F ................................................ 57
 
Data Sheet G .............................................. 59
 
Analytical Questions .......................................... 61
 

XII. 	 References ............ . .,.,,.t R.11s', 1'.'I ,. ...... ..... 63
 



I. The Approach 

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

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

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

o Courses offered at leading wildlife institutions are o,*ten too theoretical, academic. 

broad-based, host-country specific, and/or habitat-specific. 

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

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

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

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

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

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

a qtantitative assessment of human resource needs for protected area management in Africa 
(Jingu, 1986). There was no attempt in this assessment, however, to examine the content of the 

I 
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training being offered or to evaluate the merit of the training offered with respect to current 
needs in protected area management. 

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

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

5. 	 The PARCS project seeks to address two questions: 

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

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

6. 	 The PARCS project will address these questions by: 

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

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

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

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

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

(ii) 	 assess present skill levels; 

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

(iv) 	 assess training needs; 

(v) 	 identify constraints to adequate and effective training; 

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

(vii) 	 identify potential opportunities for relevant training; and 

(viii) 	 identify pilot activities to test innovative training methods. 

3 
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The information collected in Phase I will be used to guide the development of appropriate 
models of effective 

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

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

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

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

lL Te pIrocess 

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

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

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

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

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

from the Bureau for Africa of the United States Agency for
10. Funding for PARCS 	comes 

Research and Technical
International Development 	 (USAID) through the Office of Analysis, 

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

Research and Technical Support (PARTS). Supplementary funding has been
Policy, Analysis, well.
provided by WWF, with AWF, WCI, and WWF contributing staff time to the project as 

draws from its expertise and experience with related
Each of the collaborating organizations 
ongoing activities in the field 	to enhance the PARCS assessments. 

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

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

in the field. Barbara Pitkin 	of BSP coordinates the overall activities of
the PARCS assessments 
t,e collaborative group, while Deborah Snelson provides field coordination of PARCS activities 

office in Nairobi. Tim Resch 	is the USAID technical manager for the activity.
f-or the AWF 
Data analysis with Panacea 	software is being car,,ed out by Vitalis Wafula of AWF. 

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

The workshop was facilitated by Peter Woolf of Price Waterhouse,
in Nairobi in August 1992. 

Barbara Pitkin, Michael Dyer, Annette Lanjouw and Deborah Snelson.
and attended by 
Following the workshop, the methodology was reviewed by a number of key members of the 

and a sampling of wardens from several 
conservation community in Kenya and Zimbabwe 

in southern Africa conducted 	a trial assessment of 
African countries. The Regional Manager 

13 September and 2 October. The methodology was also 
training needs in Malawi between 

in light of those reviews. Further
reviewed by the core team in September and amended 

for the project held in Harare,
revisions were made following the mid-term review meeting 

Regional Managers conducted a data analysis
Zimbabwe, December 3 - 12, 1992. The 

A second data workshop in Nairobi is scheduled for
workshop in Nairobi March 	 15 - 19, 1993. 

May .14 - 28. 
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TV, Target Groups and Geographical Focus 

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

highest ranking manager on-site in a protected area. Across the many countries in the PARCS 

assessment, a wide variety of individuals with a multiplicity of tides may act as PAM (e.g., 
regional officers, warden, senior warden). In order to identify the appropriate individuals for 
the assessment in each country, it is necessary to carefully examine crganizational structures and 
job descriptions. 

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

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

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

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

(ii) 	 Protected Area Manager (PAM); 

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

(iv) 	 Field Operations Director (FOD); 

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

(vi) 	 Research Officers 
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17. 	 The PARCS assessment is intended to cover as many countries in eastern, central and 

the end product should provide a comprehensivesouthern Africa as possible. In this way, 
over a sizeable portion of the continent.

assessment of the training needs and opportunities 

Practical realities, however, will inevitably dictate that in-depth assessments can only be
18. 
done 	in some countries, limited assessments in others, and no assessments in yet others. In

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

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

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

semches). 

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

limited to: 

(i) government cooperation 

(i) USAID concurrence/cooperation (fc : those countries being assessed with USAID 

funds) 

(iii) civil war/unrest 

(iv) relative importance placed on a country's biodiversity and protected areas 

other countries in the region 

(v) potential for follow-on actvities. 

has been rrade. These categorizations may
20. A preliminary categorization of countries 
change as the assessments progress. Decisions regarding pnorities for the use of time and funds 

among these countries are the joint responsibility of Regional Managers and their respective core 

team members. 

21. The preliminary categorization of countries is as follows: 

EastAfrica 

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

Limited Assessments: Somai.a 

Central Africa 

In-Depth Assessments: Burundi, Cameroon, Congo, Rwanda. Zaire 
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Southern Africa 

Zambia, ZimbabweIn-Depth Assessments: Botswana, Malawi, 

Lesotho, Mozambique, Republic of South Africa (training opportunitiesLimited Assessments: 
assessment only), Swaziland 

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

Phase II. It is recognized that only USAID-assisted countries whose USAID missions have 

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

V. Prelirninarv Groundwork 

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

Managers generally initiate the process by sending a letter to heads of government departments 

that employ and train employees responsible for the management of protected areas to formally 

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

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

The Initial Meeting 

24. Regional Managers arrange an initial meeting with a senior official, usually the Director, 

at Departmental headquarters. If there is a person responsible for training stationed at 

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

the Regional Manager describes the PARCS project and requests information to be collected 

and/or appointments made in preparation for a more formal meeting. At the formal meeting at 

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

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

individual protected areas. 
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General Tnformation on Training 

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

--Minimum requirements for jobs 

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

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

For subordinates to the PAM. the PAM, seniors to the PAM, the FOD, and the FOD's seniors, 

the following information is requested: 

In-service training programs: 
Listing of titles/description 
How are they planned? 

part of system __personai initiative-How are decisions made on who will be trained? 
credentials funding other 

What is the basis for these decisions? 
--General numbers of people trained per year 

Formal wildlife training institutions: 
Listing of institutions 

who will be trained? part of system .personalHow are decisions made on 
initiative credentials funding other 

What is the basis for these decisions? 
--General numbers of people trained per year 

Other training opportunities (e.g., workshops, seminars): 
Listing of tides/description 
How are they planned? 
How are made who part of system __personaldecisions on will be trained? 

initiative credentials funding other 

What is the basis for these decisions? 
--General numbers of people trained per year 

--Existence of training coordinatdr(s) within department? =___yes no 

If yes, what is the job description? 
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--Number of trainers 

training--Percentage of annual recurrent budget spent on 

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

years 

--Training material provided to staff? 
What kinds? 

How is it done? Regulations?
form of bonded service af:er training?--Any 


Incentives/disincentives?
 

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

--Generai assessment of training?
 

--What are the constraints to training?
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on how the PARCS 
25. At the formal meeting at hea( juarters, a briefing is given 

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

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

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

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

nearby to assist; 

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

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

- Mail out the questionnaire; 	 or 

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

options. 

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

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

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

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

Meeting the FOD 

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

asked 	 to complete the needs assessment questionnaire as an independent validation of PAMs' 

that by rating the general skill levels of PANts in the FODs' 
responses. It is exolained 
organization, training needs will be identified. 

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

The Regional Manager presents the foll'owing as
This is intended to be an informal discussion. 
the main aspects of the FOD's job that may carry training needs: 

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

3. Repres..:ation of organization 	and public relations 

4. Planning optimal deployment of well-motivated competent staff 

5. Development and achievement 	of operational plans and budgets 

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

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

8. 	 Managing concessions in protected areas 

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

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

VT. The Needs Assessment 

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

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

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

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

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

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

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

is filled out, the Regional Manager ' conducts a pre
34. 	 Before the questionnaire 

In that discussion, the PARCS project and its goals and objectives are 
questionnaire discussion. 

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

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

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

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

The Regional Managers then explain how to fill out the questionnaire. They explain that 
35. first column shows
the main divisions of the job are shown in rows A-K and that the 

these main divisions of 	the job. The 
accountabilities and responsibilities associated with 

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

according to their own view of the job. 

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


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

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

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

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

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

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

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

Respondents are asked to 
37. The ins:ructions for completing columns 8-14 are then given. 

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

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

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

attitudes towards adjacent communities.
worK ethics, commitment to conservation, andon 

some thought and there are are difficult questions that requireRespondents are told that 	these 
The language and computer questions are then 

no wrong or right answers to these questions. 
of language is explained with respect to working with local 

explained; the importance 

communities.
 

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

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

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

the tezm RegioaI Manager
While Regional Managers may uuliz 	 surrogpLs to conduct certain poruons of the PARCS ,sseurn. 

will be ut'd troughout. 
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kno, ledge of the subject in that column. They are also asked to list any additional training 
received past primary school not recorded in row L on the blank final page of the questionnaire. 
Finally, they are asked to list their three training priorities on the last page of the quesaionnaire. 

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

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

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

42. Respondents are also informed that the approximate time it will take to complete the 
questionnaire is 2.5 hours. The questionnaire was created in the word processing program Word 
Perfect and has been produced in English and in French (see following Questionnaire). 
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IROTECTED 	AREAS CONSERVATIION Sl RAI(;Y 1' \I ('S): I.I NIN( IT'i)S \ksI:SS\I.iN'1 

Fitur iiruanisations. the .\Irican I",, 1.11ii. I. i licrrationai. I 1111 IPw,ildrlic ,ihllirc vr.r onl \\'rid \11. lit.C (lie 
II odicrsttv Stipport 'ro ,ram are ,,orkiiu ilcIthcr (ii :Iirject c:iil iPA'. S. ( Ii h11 m11 I1ins n (1l I ' ,Iojtl i1, 10 
identilv the salllsrequired [or hc joh)ol protectcd arci man;wcr :lii t aiqcsss lic tr:llnina nccus. 

To achieve ,his wc have developed a chart (if ical skilk; icimpctcnccsl reiuircd I 1 Iiti ir areathe ti~ ,it lie r,1lt-CltCL 
m.',na er. We would like you to assist t.Shi ll . Iw,%o :dll lhitiC 

" 	 incheck the appropriateness of the chart to %our job 

* 	 to assess your current skill leel for each coimponenlt itlth. chart 

lecfore filling in the questionnaire please read cvcry hino,tliroth %.crycarefully. Ihis inlormaiiiin will be conlidential and 
will be used to build up an analysis of the training requircmcnts for each country in Africa participating in the study. 

The attached chart has 17 columns and 12 rows. 

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

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

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

" 	 Columns 2-17 show the competencies associated with your job in terms of knowledge (2-7), mental skills (8-1 I),social 

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

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

KNOWLEDGE 	 (columns 2-7) 

Knowledge has been grouped into four levels: 

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

non-routine situations 

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

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

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

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

eg. in E5: 

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

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

When you come to the bottom of each column please conitletc lie compartment (I.) by showing which furm of Irainini 
has contributed most to your knowleth-e (if the sulject in the column. These categories could include: Formal wildlifc 
training institutions (please specify with dates), Other training opportunities (eg. workshops, seminars), In-service forma 
training (organised iy your department), On-the-job training (skills learnt whilst doing your job). 
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MIENTAL AND SoCI.L SKILLS -. ilumns 8-14) 

INlent;al and social skills have been uroupel into [our leueis: 

I None 

2. Pnor 
3. Satisfactory 
4. Good 

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

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

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

eg. in 179: 

determining true causes of isitor 
dissatisfaction & behaviour 

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

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

ATIITUDES (columns 15-17) 

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

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

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

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

Biodiversity 
Support

WWF Program 
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\lain Ii),.0ions ol the ,iti 	 I1. rccnunalliliiv inai lterp~inslllei 

- r.lo "al.i f . Il, Rl rntri r nLI I ncI..1t 	 i 

0 	 Ensure aproprinate * Responsible and accountable for maintenance.
infrasiructure within repair. rehablitation and conIructlion 

hdget * Recommending additional facilities
 

C [Ensure financial and Accountable and responsitile for all revenue 
accounting iniegnty of the generated and disbursement (received from 
protected area teadquariers and receipts) 

I Responsible for accurate accounting 

D 	 Ensure development and * Accountable for development of annual plan
achievement o tactical and budget of protected area 
plans and budgets and I Responsible for working within the agreed plan
contribute to protected and budget 
area strategic planning . Identify strategic options in the protected area 

and contribute to strategic plar ing 

E 	 Ensure that all activities * Accountable for enforcement of law and 
wiihin the protected ara rcgulatlon and ensunng safe practlices
complyli l I ;s and throughout the protected area 
rceulatlons 

F Frisure npiimum levels o I Responsible for ensuring that the highest levels 
.sior saisfactnn of viitors' services ani] practices under his/her

jurisdiction are mainiained 
I 

G 	 Ensure agreed intervention * Responsible for design, impleimentation. and 
(eg. early burning, problem evaluation of intervention programmes to meet 
animal control) conservation objectives in the protected area 
programmes are completed 0 
to budget and timetables 

II 	 Ensure harmonious * Responsible and accountaile for design and 
relationshins with implementalion of a programme to achieve
neighbounng communities harmonious relations 

* 	 Responsihble for for instilling acceptance by 
staff of the role of local communities in 
protected area management 

I 	 Be aware of research * Responsible and accountable for ensuring that 
activities and progress research programme is implemented according
.against plan to the protected area conservation objectives 

and timetables 

J 	 Represent the protected * Accountable for ensuring that the protted 
area and its interests in area is represented in ever7 pos.sible area 
public meetings 	 Reinshi e for ensunng ta the information 

availablabb out the protected area is up to date 
* 

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

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

L 	 I raining received 

. jIehnl¢.rIii i h llifrr/I ,,riga 

,N.rking Inoledee of infras ructure. construction. '!:n;:. m'cnais. 
ctc. 

In-depth knowledge of safe practice.s with respect to wiidlife [ 

In-depth knowledRe of techniques of anl-pnachint E E 

In-depth knowledge of visitors' erpectalinns 

In-depth kniiwledge of prniected area infrasirurturr i hniluc%. siln 
design and analysis F] 0 
In-depth knowledge of interaceion between tounst and local areas 

In-depth knowledge of intervention needs, techniques and implicalins
[ [] 

Working knowledge of estension methodology 0 El 
gome knowledge of cultural and historical context lir the lcation of 
protected area 

Working knowledge of research methodologies 

Working knowledge of the role of research in meeting rconseration 
objectives E D[ 

Up-to-date working knowledge o all activities within the prolcced 
area 	 .ZIE] 

In-depth knowledge of the context of the protected area in the 
regional/national/global arena 13 E]
 

In-depth knowledge of types, locations, trends and requirements of 
important natural and cultural resources in the protected areas 1 ] 
In-depth knowledge of types. locations. trends and rersuiremens of 
threatened and endemic fauna and nora and the key species of the 
ecosystem. (ZE 
Working knowledge of environmental impact anal ,ss techniques 

Working knowledge of surveys and monitoring lechniques L I' 

(field data crilerliiii/analysiq) 
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1. \ta n ilnt -I. l'laninsgit: I iVal . , craust.Phri t-. 

.inc rk 101i3CJlC i mini i tl cC 01CI .,11 -" iJilI rsIN ,ics. r C~ C 

iC,:t.ufz techniques and their 
lpI .Jicj n isap pria ic V r)j,

_..lUaitin or 'iorln UI sal r, 
structunne., training needs aniksis 

Ij|
I 

Xorking knowledge of 
manacing casual I tiuur 

El E 
El E 

,o,rking knwI(dgC of pr-nciplci II 

siix-k cootrol aId prixuremLfnt
E:E 

Working knowledge of hoe ii apI 
renitiov maintIenance t 

VrkinL kiwICUc 

pldiinlg 

ul ,.nA) )nie knuwledei)f 

contract law i lor 
writIng contractS to 
subcontractor*-

F-

n-depth knowledge 0 
maintcnance / 
construction policies. 
procedures and standards 
and procurement 
procedures F 

Working knowledge of 
planning 

financial 

El El 

Working knowledge of 
accounting policy and 

procedures [ 

Working knowledge of 
accounting and pnnciples of 

internal conitltitl 

Working knwlwcdgc Ut .iFnning, Working knowledge of 
budgcting and control overall strategies and 

El ri directionorganisatlonof hts/her
I national 

conservation policyl 

Ilndcniii knowicdgc 01 :Jndcpthknowledge Ut ln-Jenin knowledge ot 
planning neeids rclcvant law'$ and policies and procedures I

plninccsE El Eregultiions leg 
rilrcalrnii arrct. 
nair, ig, hunan ighss 

Workling knowledge of management In-deptitknowledge oi tccnnrtlues Working knowledge of In-depth knowledge of Working knowled c of 
and actonimodaion and calnng In developing long and shnort-lerm contract law as visitor polictes and keeping records o vistior 
factIius under protected area visitor plans applicable 1o procedures [ numbers and keeping
junsdiction [E] 0 c receipts] conczssonars andvisitors El E [ El 

Working knowiedge of project (jih))I n-depth knowledge o1jobh In-depth knowledge of In-decpth knowledge of
nianagenieni[] J {planiing relevantregulations[ laws and polictes and proceduresj] [ related to intervention 

In-depth knowledge of protected Working knowledge of how to Some knowledge of In-depth knowledge of Working knowledge of record 
area pople contlict management develop a community conoeration laws related to policies and prtxedurcs keeping for financial

l plan contmunity related to community dibuncmens to local
El El develipmcn El El conservation communitiesIn-depth knowledge E El 

Of records O resource use or 
resources shared - both 
financial and In-kinddisilnhulion$ 
 0 0 1[ 

Some knowledge of development In-depth knowledge of Working knowledge of Working knowledge of
of research plan for the protected legal aspects of research policies and budge & allocations for 
area collecling/cxporting procedures El 1 rc.-earcth actlivites

El El materials & specinens El E E ]~ 
Working knowledge of the concept In-depth knowledge of In-depth knowledge of 
uf public relations and methods of the legislation regarding the public rclalior. 
dealing with the media El El protected areas policies, procedures and 

.ome knowledge of uliligatury role El El practces El El 
(attendancel at meetings and Some knowledge of the 
awareness (it activities around the laws ifslander and 
protected area expedient to attend libcl El El 

Working knowledge of resource Working knowledge of how 
conservation management to estimate costs (or
planning techniques and implementation 0l resource 
methodologies El conservation management
In-depth knowledge of plan recommendations 
how to develhp and implement El l 
protected area management 
, leCtv- El El 
In-depth knowledge of 
how to develop and maintain a 
protected arta management 
toning sylcm El E_ 
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%11 SK I I7 I 	I 
%lain IJgsision% of the Joh I 1. kcrnunianililv andiRepon iliiliiie% 

t .irrehninn 	 5nhri1 	 1 . I. Pirnhilem h, 

I41ln. ure , i I"ltI * \.t.ionor1e r irnrinh i 1 n-hrvtieo u, if r .. i i...-. ciien ,tit 
,'mveilentin d eii. ltr*ilns lim hr ilinliltin!r ilililnetis I :'.cnl.ii io cm nt -- r riri rnminre and 

molivalid stair lfcsrv'niire hrwr imnieniiin, 5 .n,, ,ha,,our 

.srpiicatin (i iicirlinarv measures -[E: 

II I'nsu re 3 %il V if * Ite onnsl e n d .,cr nu ni allhe hr 'I - m nvt' i it ro it ites and Iici frmin n i i i rs
apprirp atcinfrastructure tlintenance. repair and renililiiiiin antI ptienlil ,iards ' picilir intl ircntls i 
(-,ihin budget) construction N eitipment .ini 

. Recommending additional facilities mlrasiruciure failure% 

C 	 I nsure financial and - Accountable and resjvinSiiile fir all IUniicrlliiinf; financial Determining caus of 
accounling iniesfy of revenue generated and dilhuremen niplication o1 figures not reilecting the 
the ptected area area freceised from headiluarer and rcceipl%) lfirmatioin irue situation 

* 	 Responsible for accurate accounting Y N Y N E 

D Ensure development and * Accountable fordevelopment of annual Understanding Determining true causes 
achievement of tactical plan and budget of protected area implications niset of failure to achieve plan
plans and budgets and . Responsible for working within the agreed objectives including their and budget 
contnbuie to protected plan and budget feasibilily Y N 
area strategic planning * Identify strategic options inthe protected Y N Y N 

area and contribute to strategic planning 

E 	 Ensure that all activsties * Accountable for enforcement or law and Understanding )etermining true causes 
within the protected area regulation and ensuring safe practices applicahililv of laws and or incidences and trends 
comply with laws and throughout the protected area regulations in protected in incidences 
regulations 	 a []NY[Nareas 
 YN 	 YN 

F 	 Ensure optimum levels of * Responsible for ensunng that the highest Recocnising ithe Determining true causes 
visitor satisfaction level% of visitors services and practices signilicance ot physical of viitor dissatisfaction

under his/her jursdiction are maintained and sttiilC information and behaviour 
* 	 regarding visitor impact Y N El

Y 	 N [] 

(; 	 Ensure agreed * Respon ihlc for design, implementation. I.nderstanding DIetermining causes of 
inteivention programmes and evalualin of intervention pogirnmmes infornliitin that may lead dcviaitiin from intended 
are completed to budget to meet conservation objectives in the tlo iierventions results of interventions 
and timetables protected area Y N Y N 

If 	 Ensure harmonious * Responsible and accountable for designi Understandin the Understanding underlying
relationships with and implementation of a programme to significance of statstical. causes of conflict both in 
ne ghbounng achieve harmonious relations physical. written and oral the long and shot term 
communities I Responsible for forinstilling acceptance by information relattng to Y N El 

.staff of the role of focal communities in community-protected area 
protected area management links 

Le aware of research I Responsible and accountable for ensunng L'ndcrstandin the Determining causes of 
activities and progress Ihat research programme is implemented significance ofrescarch why research programme 
against plan according to Iheprotected area findings and the function is not to timetable 

conservation objectives and timetables of research N 	 Y N ]
* 	 Y N El--

J Represent the protected * Accountable for ensunng that the Undcr-sandine the )etermining the causes 
area and its interests in protected area is represented in every significance of pointis of adverse contiments in 

Sesponsi ble for ensunng that the other meetings Y N 

information available about the protected Y N r7 
area is up to date 

K Ensure an appropnate * Responsible and accountable for design Understanding of Identifying and 
balance hetween resource and imp!ementation of resource day.to-day and long term determining the causes of 
conservation and use in management/prolection strategies to meet implications of the conflicts between 
the protected area protect.d area conservation objectives protected area's protected area resource 

Responsible anG accountable for the management objectives conservation and use 
preparation, approval, and implementation Y N C] Y N E]
of a resource conservation management Recoignisiing and 
plan for the protected area understanding the 

implications of potential 
environmental impacts of 
different activities 

L 	 Training received 
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1l1.C.realtltt i 1. ialum un i 12. (trait M3. rrtitrn N4.-,rrkmr .,in ,Ihrr, 

1)cvclnining onpinc-i!, [ISluaiIg stiin frtrliriiancc i in iiu .lns i ,Ait . i t'I 

Creating a jplive solutions D~eciding pnonhies and scciinh! k ;I'tne cfleariCJ~ifl ltrs niing specicaltlcion orders 6(alnlng the corsecration ot 
to intrastruclural irotlens trum aliernatiie courses it Jctionf t s1it and Cuniractors ind instructIons t thirdo	 iuppilers and 

"t i- f r maintenance and rair . N [Z JrI ' subcontraL o r 

I xplaitting financial 

itlhicatiuns to senior 
management and junior 
staff 

Y N
 

Developing options to Selecting pnontics during budget Presenting plan and Prepanng planning and Selling plan and budget
achieve plans and budgets preparation process budget budget brefs for manager, convincingly
in tight (if changing Y N EY N E3 justifying proposals. N
circumstances 	 YN E 

I laving Ileltifitv to reach BLlancing and evaluating needs of Explaining proper Wnting clearly worded Gaining cooperation of 
compromises wnch respect the invotlved parties in spirt and procedures and notices and instructions wrong doers 
,irjectives of ihe law letter ill the law reulations to residents Y N E E [] 

y N 	 Y ' r JnU user%ofi th prittected
.t rca 

)eveloping tipions :valuating options and selecting protecce area s Preparng interpretive Dealing with dissatisfiedor (lJctling 
iniprlving visitor anenities cou'es ii action regarding visitor pcmrpective across to materials visitors 
.bihin means available servtces visitors Y N Y N 

Y N F1Y N E'i N YNE7 

Designing tconmibuting to Selecting appropnate programmes Giving clear instructions Wrting clear repons Gaining cooperaiiohi of 
design) or adapting and evaluating their success on technical intervention erplatning intervention, its local communities where 
inler"enluns to neet Y N Fl procedures success. ailure, etc. appropnale 
fprcilic needs -Y 4 YN N N 

)eveliping ideas for )etcrmining why certain Presenting information at |laving cultural senstivit
improving community-relaiet intiatives have a level appri. pnare to 'iN E 
conmunliy/protected area aLhieved success target audience 
relaliuns Y N Y NYN [] 	 E 

lientitsrng opplrtunic I*aluating the results of researcn lnsunng research reports Establishing positive
fr for the application of and their application arecomprenensible for lay relationships with 
researnch 	 Y N people researcners

N'N 0Z 7 	 YN NN 

Dcvcloping publie relations Selecting matenals appropnate %laking lorniat putlic Preparing press releases Building up and 
matcrials (oral, whiten, for each meeting presentatiot.s and respond Y N [ maintaining network of 
etc.) Y N [] to ucstions contacts for informaton on 

Y N [ un tmuitluus v all important/relevant 
' N meetings and events 

Developing methods to Working Alin local
achieve management zone communities and other 
objectives concerned parties 

Y NFZ 	 during plan ievelopment 
and implementatton 
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%lain )ilivions of the 1. crnuntahilitv 3nmu Re, nrnsihilitie 
Juth 

A I'nsure iaiiblA lhiv * edof %laimiin5prlienititl of .lthoi'w s lf 
1 competent And well. * lteiponlie (irluentilf in training need% 
motivated uaif * Responsihle for recrmniendatiii and 

application Oldsiwiptinarv measures 

IB Jrisurc a.tiabtlity of Responihle and accountarile filr 
approprate maintenance, repair and rehabilitalion and 
inrsiructure ,within construction 
hud *) Recommending additional facilitts 

C 	 Fnsurc financial and Accountable and rer'ionosmile for all 
accounting inie riy (if revenue generated and diihursement 
the protected area (received frmm headiluartcrs and receiptl 
area . Responsible for accurate accounting 

D 	Ensure development * Accountable for development of annual 
and achievement of plan and budget of protected area 
tacical plans and * Responsible (or working within the agreed 
budgets and plan and budget 
contribute to * Identify strategic options in the protected 
protected area area and contmbute to strategic planning 
strategic planning * 

E 	 E!nsure that all * Accountable for enforcement of law and 
activitie within the regulation and ensuring safe practices 
protected area comply throughout the protected area 
,ith laws and * 


regulations 


F Frisure optimum * Responsible for ensunn that the hienest 

levels of 'isitor level%of visitors services and practices 

statlaction under his/her jurisdiction are maintained 


* 


G 	[nsure agreed * Responsible for design,. implementation.
 
intervention and evaluation of intervention
 
programmes are programmes to meet conservation
 
completed to budget objecttves in the protected area
 
and timetables 

II Frnsure harmonious * Responsible and accountabtle for dcsign
 
relationships with and implementation of a pnigramme to
 
neighbouring achieve harmonious relattons
 
communities * Responsible for instilling acceptance by
 

staffof the role of local communities in
 
protected zrea management
 

I 	 Ie aware of research * Responsible and accountable for ensunnig 
activities and progress that research programme is implemented 
against plan according to the protected area 

conservation objectirves and timetables 
* 

J Represent the a Accountable for ensunng that the 

prolected area and its protected area is represented in every 

interests in public possible area 

meetings *responsible for ensuring that the 


information available about the protected 
a isup to date 

* 

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

preparation. approval, and implementation 
of a resource conservation management 
plan for the pnotected area 

L 	Training reccrved 

, 

15. N'nrk I-ihir% 

i 	ec,ls i'i'ir'i .ltin irpraiil 
and generai dall 

onnu ri -'nir.ctual 

agremen s in spin[and letter 

Instils hoinestv 

lionestv, tolerant to others' 
pointsof view 

Must have an open mind to 
resarch Findings 

'Mlust support role of research 
,asa component of protected 
area management 

I lonesty. Integrity 

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

Must never crittcize the 
organisation openly 

flonours conservation 
objectives of resource 
management plan 

6. I.mmitmni o1.' nnsnl
4 	 fnen alinn liiude, 

.rcds in ' , 
Jcacl tenil,,mtInirmonslr ue 
rrnmmitmcnt and ' iil r 

mintilcrmmimienl J f -i I,, r 
in others I lnart 


'ltwlopiti 

I 

Finding balance T'olerance to others 
and understanding points (itview in 
the needs of both minimie cuinilict 
conservation and hetween protected 
the involved panes area and others 

'eeds to 'edes to 
demonstrate Jemronsrate helief in 
commitment to h-aliditvof including 
conservation loca communities in 

protected area 
management and 
enlerrpr;es linked to 
tourism 

Demonstrated as I)emrmstrated as 
absolute absolute 
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l'his chart indicaits the principal aititudcs ol ihe jipl). \l %4u rc,1mrc ti thatiiut aiiltc Lth IUlh)',4i ttiU't)iols: 

AN a manaecr how do you instil: 

j, -,,ork ethics? 

). cummitme'nt to conservation? 

c. hcalthy attitudes to adjacent communities? 

(if you need morc space use blank sheet on the next 

LANGUAGES 

Do you 1peak a language understood by the local 
community adjacenf to your protected area? 

page) 

COM PUTERS 

Do you use computers? If so, in what ways? 
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rRAIIN(; PRIORITIES 

Having completed tis qucslith1ree _vreatcst traitling iiccds. imnidrc and thilnkmiLa llJcclicalllv ol tic rcquir
W,,hat hmr l tra.mlllnu. Lit) ,lUIillik %.ild 

cment% 01 ,lourmlh,%., 1 do v,1 ilmlk,lai
be) he i)Stl) address thecse IILU' ILQ. 

vmtir 
M~l|l[l

vervlc., o)n-tC-jol), or othcrs). 

2. 

3. 

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

Department/Section 

Organisation 

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

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

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

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

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

What biome is most representative of the protected area under your management? (please circle) montanc, savannat 
marine, aquatic, dry forest, moist forest, desert 

Are you male [] or female r7 7 (Please tick appropriate box) 

PARCS REF NO: Date received:

IFT1 -1 1 1 1---] 
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PAST TRAININ(; 

Please listany additionai Iraining uiier prirnarv sclhtil i iih datcs) i1t rccurdcd inRow L ormal. i,*%cmcc or Iiiiicr). 



Post-Questionnaire Discussion 

43. The discussions that follow the administering of the questionnaire are designed to elicit 
interviewees' views on training and potential innovative ideas for training. The discussions 
should flow freely, guided by the following questions: 

1. What is your overall impression of the questionnaire? 

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

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

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

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

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

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

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

8. How would you evaluate the quality of the training in your department? Is more 
needed? Is better quality training needed? What are your suggestions? 

9. What kinds of training materials have you received? What is the source of these 
materials? On whose initiative have you received these materials? 

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

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

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

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

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

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

Amplification of Responses 

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

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

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

For Each Reserve 

Name of Reserve 

Size 

Years in Existence 

Last Change in Protected Status (Year, Describe)_ 

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

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

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

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

Technical Assistance: Source/s, Type, Amount 

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

Annual Funding for Training
 
% of Annual Budget
 

Other (Specify)
 

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

vehicles) 

Personnel Information (At Reserve Level Only) 

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

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

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

Experience 
Skills 

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

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

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

Highest Priority 

Desirable 

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

Highest Priority 

Desirable 
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Indicative Infornation 

Technical 

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

How do you know? 

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

How do you know'? 

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

Management 

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

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

3) Do you personally write/do: 
Annual reports? Y__ N Other personnel who do 
O ier regular program reports? Y_ N Other personnel 
Fidget reports? Y__ N Other personnel 
Accounting? Y N _ Other personnel 
Guard scheduling, supervision? Y_ N_ Other personnel 
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5strategic Planning 

1) Does the reserve have a management plan? Y N 
In progress Planned
 

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

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

Verify (ask to see and keep latest copies) 

1) What is the legal status of reserve?
 

2) What activities are illegal within?
 

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

Financial 

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

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

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

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

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

For Each: Source Amount this Year 

Technical Assistance? Y_ N 
For Each: Source, Type, Amount 

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

Wildlife Biology Extension/Education 
Reserve Management Tourist Operation 
Policies/Procedures Other (specify______) 
Legal Planning 
Forestry 
Business: 

Administration 
_Planning 

_ Financial Planning 
_ Personnel Management 

Number of Different Programs within Institution
 

For Each Different Program:
 

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

Other Regular Interval (specify) 
Irregularly (specify)_ 

"Degree" Conferred 
Admission Requirements: Education_ Experience 

Other (specify)_ 
Subjects/Course List/Themes 

31 



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

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

During past 5 years
 
During history of program_
 

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

Highest Educational Degree/Training
 
From which Institution/Program?
 

Number of Years Practical Experience in Reserve
 
Where?
 

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

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

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

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

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

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

Number Currently Working in Sector:
 
From Last Session From Last 5 Years
 

-Total (no time limitation) 
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49. In order to make preliminary assessments of the training sources, any available 
evaluations or reports on the training sources are collected. Trainers may also be asked to fill 
out the questionnaire in order to help evaluate the level of skill being taught in various courses. 
In addition, trainees (even though they may not be PAMs) may be asked to fill out the 
questionnaire to assess whether a course or program has accomplished training to a certain level 
(See alternative instructions for training institutions). Regional Managers will use PAMs' 
responses on the questionnaire and other information gleaned from the needs assessment to 
assess how well PAMs are being trained. 
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I'll,01'IE.-CTED ,\Ri-.S (()NSERV.VION STVI'TGY ' \RCS: IRAININ(; NEEDS A,SESS.M"ENI 

Ftur oreanisat ions. hc .\trican A'ildlife FcundItIon, . ihllifc t ,n cr'at Ion Intcri nationai. WirId WcItIlif( - nd i d the 
Bhidi crsity Support Prmcram are VrkinLe tcc, ilhcr on a procdc ca;clcd I',A\A S. (O)cc I he main aims (it ihic Jcrcccci is to 
identilev I shskills requited fir tile jocb of protectcd area niric;ciwr ccci i, :css tile trainine necds. 

hi achieveltis we iave dcsclhpcd a chiaci (if tOw t, pic:il kiiis icimicictcncccsi required t th tie joi, ci1 oi,ec tcd area 
mana cer. We would like Vlc toc ;Issist us cVu1c0cicc1t'.o 11ins: 

* toccheck the appropriateness if the chart 

" to assess the level of knowledge taupght in a ;pecified ccurse at 'our institute 

Before filling in the questionnaire please read evervthinz through very carefully. This information will be ccnfidential and 
will be used to build up an analysis of the training requirements for each country in Africa participating in the study. 

The attached chart has 17 columns and 12 rows. 

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

" Row L will be used to identify the parts of the training course which are relevant to the column above. 

* The first column shows 'accountabilities and responsibilities' associated with each division A-K. Please add any furth'r 
accountabilities and responsibilities specific to the job of protected area manager by writing in the relevant 
compartment. 

* Columns 2-17 show the competencies associated with the Jcb in terms of knowledge (2-7), mental skills (8-11), social 

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

You will notice that some compartments are blank. [hese do riot need to he filled in. 

KNOWLEDGE 	 (columns 2-7) 

Knowledge has been grouped into four levels: 

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

non-routine situations 

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

We would like you to go down each column 2.7 and fill in the boxes. 

In the left hand box put the number which corresponds to ycur view of the level of knowledge needed to do the job 
successfully. 
In the right hand box (shaded) put the number which corresponds to your assessment of the level of knowledge taught in 

the course at your institute. 

eg. in E5: 

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

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

When you come to the bottom of each column please complete the compartment (L) by showing which part of the training 
course contributes most to the knowledge of the subject in the column. 

(PARCS INSTI 
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\IENTL ANI) SOCIAL SKILLS cnlumns 8-14) 

Mental and sociat skills have ,ccn grouped into four levels: 

1. None 
2. Poor 
3. Satisfactory 

4. ( ood 

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

First of all indicate whether each skill is appropriate to the job of protected area manager by circling either Yes (Y) or No 

(N). 

Then indicate in the right hand box (shaded) the level of ability taught in the course for each particular skill. 

eg. in 19: 

determining true causes of visitor 
dissatisfaction & behaviour 

Such an answer shows that this skill is required and the course teaches the level of skill needed to successfully complete this 
aspect of the job. 

When you come to the bottom of each column please complete the compartment by showing which part of the training 
course contributes most to the skills in the subject of the column. 

ATTITUDES (columns 15-17) 

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

If you do not urcderstand any of the questions in this questionnaire p!ease leave the boxes empty and move onto the next 
question. 

In order for you to ',cepa record of your completed questionnaires we are providing two copies of each section and a sheet 
of carbon paper. The WHITE sheets (numbers 1, 2 3 & 4) are to be returned after completion. You may keep aU of the 
COLOURED sheets. Once you have completed the questionnaire please carefully tear off the four white sheets and return 
them to the person organising this component of the PARCS project. 

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

Biodiversity 
SupportAWX 

WWF Program 

(PARCS INST) 
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I Il IinIc'niplcIcd hi tItic,li in lfrc mid I lhinkim! cl,cilic1 )I IlIic itItIiiirn I I iI ,a prrlctled Irc1 il;I i;I +icr. . :IiIirc: 
( r;iiraining 0hiidlc I lcli"i Or ;1iIlhiS inltittlC. 

1. 

2. 

3. 

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

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

.......................................................................
Departm ent/Section
 

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

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

Date: ................................................... 

PARCS REF NO: Date received: 

(PAR(.S INST 



50. As time permits in Phase 1, the Regional Managers also conduct a survey of possible 
training opportunities outside the institutions and programs already being utilized. Training 
opportunities in the country or at least in the region are sought that are cost-effective, efficient, 
local, culturally sensitive, on an appropriate scale, and that use local languages. Regional 
Managers visit such sources as: professional associations, employers' associations, consulting 
firms, universities, trade associations, accountancy firms, government institutions, tour/travel 
companies, hoteliers and hotel training schools, national institutes of management, law societies, 
and business management institutes. 

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

Needs: Opportunities: 

Bookkeeping Clerical school 
Accounting firm 
Industry 

Personnel management Business school 
Management consulting firms 
Industry 

Tourist management Hotel school 
Business school 
Tourism and safari companies 

Law Law school 
Law firms 

Infrastructure Engineering firms 
Department of roads training center 

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

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

Research Institutions: 	 Zanzibar Marine Institute 
Centre for Applied Social Sciences - Zimbabwe 
Desert Ecological Research Unit - Naimibia 

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

Development or Conservation Projects 

53. Regional Managers interview fairly senior members of chosen institutions. If training 
is not presently offered, they enquire whether they investigate future training possibilities. 
Regional Managers explain that PARCS is looking for non-traditional sources of training and 
information is being gathered on existing training institutions and private firms with expertise 
in that field. If they are interested in the concept, Regional Managers pursue additional 
information (see Alternative Training Opportunities Questions). 
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Alternative Trainin2 Opportunities Questions 

For Training Institutions
 

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

For Private Companies
 

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

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

For Research Institutions 

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

Development or Conservation Projects
 

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

VIII. Out-of-Country Training Opportunities 

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

IX. Follow-Up Activities 

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

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

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

X. Feedback 

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

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

XI, Data Orianization and Analysis 

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

PARCS Refe)ence Number 

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

1 2 3 4 5 b 7 8 

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

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

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

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

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

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

manager. 
ndicates a code 

If 

Ccmpartment 4: Country (2 letter code) 

Ethiopia 
Kenya 

ET 
KE 

Zimbabwe 
Zambia 

ZW 
ZA 

Burundi 
Cameroon 

BU 
CM 
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Somalia SM Botswana BO Congo CO 
Tanzania TN Mozambique MZ Rwanda RW 
Uganda UG Malawi MW Zaire ZR 
Zanzibar ZN Swaziland SW Lesotho LE 

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

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

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

be left blank. 

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

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

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

Compartment 7: Biome 2 letter code 

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

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

Compartment 8: Gender 1 column 

Male: 0 Female: 1 
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ata Sheet A 

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

Compartment \dditions andior deletions to 
Parcs Ref. No: No: Al to KI -ccountabilities & Responsibilities' 
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Data Sheet B 

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

Column A is already determined by the levels of knowledge in the questionnaire. Th 

already filled in. 

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

Column C is the response in the right-hand box 

For Columns B and C, 0 = n/a, 1 = none, 2 = some, 3 = working, and 4 = in-depi 

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

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

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

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

Column H is B-C, the training need measure based on the respondents' skill level. I 
words, if the respondent indicates that, for example, working knowledge of relevant 
required (3), but the respondent indicates that he/she only has some knowledge of these 10 
then a training need according to the respondent has been identified (calculated as 3 
a 0 or negative value would indicate no training need). 
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Data Sheet C 

66. This data sheet is for "Mental and Social Skills". Questions are numbered 1 to 69 
starting in A8 and going down the columns to K14. In the first column, the Regional Managers 
enter I for yes or 0 for no. The skill level column is to be filled in with a I (none), 2 (poor). 
3 (satisfactory), 4 (good). The figure I or 2 indicates a training need: a 3 or 4 indicates no 
training need. 
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Data Sheet D 

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

A. Instilliniz Work Ethics 

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

A2. showing hard work and dedication through example 

A3. ensuring objectives of the organization are explained to staff 

A\4. acknowledging Lood work in others while positively criticizing bad work 

A5. showing tolerance to others' points of view 

A6. showing understanding when taking disciplinary measures 

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

A8. developing performance appraisal schemes 

A9. encouraging subordinate staff to participate in program formulation 

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

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

A12. never criticize organization openly 

B. Instilling commitment to conservation 

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

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

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

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

B6 teaching protected area management that fully covers conservation concept 

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

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

B9 teach cost and benefits of conservation 

B10 studying past conservation efforts and plans and learning from experiences of others and 
causes of their successes and failures 

B11 providing necessary working tools 

B12 reward parks or conservLtion areas with outstanding conservation records 

C. Instilling Healthy Attitudes to Adjacent Communities 

C1. accepting the validity of community participation in protected area management 

C2. listening to and demonstrating willingness to understand community problems 

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

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

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

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

C7. seeking ways in which tangible benefits can accrue to communities without jeopardizing 
the area's conservation objectives 
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Data Sheet E 

68. This data sheet pulls together the information on languages and computer use. Language 
responses are coded as Y (yes), N (no), or B (blank). Computer use responses are coded as Y 
(yes). N (no), or B (blank) and then I or 0 under uses for WP (word processing, AC 
(accountingi/ budgeting), and DA (data analysis). 
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/'ARCS DATA SHEET E: LINGUAGE & COMPUTERS
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Y or N 
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Data Sheet F 

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

key: 18=other (fill in details under comment) Limit of 4 rows in each priority
 

12 3
 

Parcs Ref. No: 2-18 A-K F I J 0 2-18 A-K F I J 0 2-18 A- F i JY Comment1 

K 

!: =Formal I= nservice J = On the job 0 Oilier 



Data Sheet G 

70. This data sheet summarizes training already received as described in compartment L and 
uses categories 2-17 as on the questionnaire. 

71. Colurrm 18 is for the name of an institute where known (a two-letter code is used) and 
column 19 is for details of the course (2-letter code is used). This primarily refers to formal 
wildlife institutes (i.e., those that will come under 1)and will allow Mweka/Garoua graduates 
to be pulled out. The type of training is divided into five sections: 

1. Formal wildlife institute (e.g., Mweka) 
2. Other formal training (e.g., seminars. workshops) 
3. In-service 
4. On-the-job 
5. Oner 

If a respondent does not indicate what their course at a formal institute was (e.g., diploma or 
certificate) a dash is inserted in column 19. 

72. In order to be able to record how recently the respondent has graduated from an institute, 
four sections have been put within row 1. This information is requested on the questionnaire. 
If a respondent does not indicate a specific date, "no date" is marked. As no dates are requested 
for the other types of training, there are no subsections in rows 2, 3, or 4. Under 5, however, 
other training is identified if it is deemed relevant. In this data sheet records are only made with 
a 1. In row 6, B is used to indicate that a blank was left in this compartment of row L (but 
other compartments in row L are filled in); a Z is used to indicate if all of the compartments in 
row L were left blank. 

73. Column 20 is for other. A Z in column 20 will indicate that respondents were not asked 
to record additional training on page 4 of the questionnaire. A B indicates that respondents were 
asked to record their additional training on page 4 of the questionnaire. but the page was left 
blank. Column 21 is used for institute and column 22 for course. 
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PARCS DATA SHEET G: SUMMARY OF TRAINING RECEIVED 

PARCS Ref. No: 

key: I =formal wildlife institute, 2=oiher fonnal training, 
B=blank in row L 

3=in-service, 4 =on-the ]ob, 
Z=zero line inRow L 

5 =other (Fill in I or 0) 

Type of 
training 

0-2 yrs 

2 

Knowledge 

314151617 819 

Mental & social skills 

10 11 12113114 

Attitudes 

15 16_17 

Institute Course 
2 letter code 

18 19 
Other 

20 
f Instif tI 

2 Icoc 

21 

(ouirt. 

ced 

3-5 yrs 

6-10 yrs 

> 10 yrs 

No Date 

2. 

3. 

4. 

5. 

(specify) 

6. 
BorZ 



Analytical Ouestions 

74. Data generated by the training needs and training opportunities assessments will be used 

to answer a suite of overarching questions. These questions are listed below and are divided into 

broad. g~ateral categories of enquiry each with a subset of subordinate, specific ones. 

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

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

What are the responsibilities recognized by PAMs? 

How do PAMs' perceptions compare with PARCS' perceptions? 

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

Has the job of PAM changed over the last 20 years'? 

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

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

What are the overall constraints'? 

What is the importance of training in overcoming constraints? 

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

job? 'Where are the deficiencies? 

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

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

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

much'? What kinds? Relevant to which kinds of job requirements'? 

What is the existing training that has been received by current PAMs? 
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Comparisons of types of training received by PAMs, in respect of years of service, that 

has contributed most to gaining skills. 

Does training received cover all major requirements'? 

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

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

What do training programs aim for?
 

Assessments of Field Operations Directors (FODs) 

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

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

What are FOD training priorities? 

What further training is required? 

Where are the biggest gaps perceived by PAMs between self-evaluated skills and those 
required for the job? 

Where are the biggest gaps perceived by others'?
 

What are the constraints to training?
 

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

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

75. Regional reports and an integrated final report of the findings of the Phase II assessment 
will be produced in September 1993. 
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