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EXECUTIVE SUMMARY

Protected Area Managers (PAMs) play a vital reole 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 deTliciency.

A limited training needs assessment was carried out 1in
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 what 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

Monicoring;
o Law Enforcement;
. Human Resource Managenent 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.



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.

PARCS and IUCN are well-placed to liaise on training

developments in Mozambique. IUCN is expected to take early
initiatives on training persoainel at the Scout and Ranger
level. PARCS, in Phase II, 1is in a position to provide

advisory (if not, some technical) inputs into the training at
the P’M level, if there is interest and financial and human
resources permit.



1.1

THE

SECTION 1:
PROTECTED AREA CONSERVATION STRATEGY (PARCS)

APPROACH

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

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

a The job of a PAM 1is 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 Coursec 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 avalilable to PAMs.



1.2

THE

PROJECT

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.

The PARC. project is envisioned as a multi-year activity.
During the first year (Phase I) an in-depth assessment of
training needs, priorities, constraints, and
opportunities, will be completed in each region.
Specifically, for PAMs, the ass=2ssment 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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1.4

THE

GOAL

h identify ©pilot activities to test innovative
training methods.

PROCESS

The PARCS project is managed by the Biodiversity Support
Program (BSP) and implemented by a collaborative group of
three NGOs: The African Wildlife Foundation (AWF),
Wildlife Conservation Society (WCS), and World Wildlife
Fund (WWF). AWF 1is the lead organization in eastern
Africa, WWF heads PARCS in southern Africa, and WCS has
assumed lead responsibili.y in francophone central
Africa.

Funding for PARCS comes from the Bureau for Africa of the
U.S. Agency for International Development (AID) .
Supplementary funding has been provided by WWF. AWF, WCS
and WWF have contributed staff time to the project as
well. Furthermore, each collaborating organization 1is
drawing from its expertise and experience with related
on-going activities in the field, to enhance the PARCS
assessments.

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

Following the workshop, the methodology was reviewed by
a number of key members of the conservation community in
Kenya and Zimbabwe and a sampling of wardens from several
African ccuntries. The RM in southern Africa conducted
a trial assessment of training needs in Malawi between 13
September and 2 October, 1992. The methndology was also
reviewed by the core team 1n September and amended in
light of those reviews.

OF THE METHODOLOGY

The mailin tool of the training needs assessment 1is 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 questionnaiie 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 across the
three regions of Africa.

A strength of the questionnaire is that it is not just a
means of gathering information, but it is a training tool
in and of itself. The process of leading the PAM through
the questionnaire 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.

TARGET GROUPS

The primary target group for the PARCS assessment is the
Protected Area Manager (PAM), the highest ranking manager
on-site in a protected area. Across the many countries
in the PARCS assessment, a wide variety of individuals
with a multiplicity of titles may act as PAM (e.g.,
regional officers, warden, senior warden). 1In order to
identify the appropriate individuals for the assessment
in each country, it was necessary to carefully examine
organizational structures and job descriptions.

In some countries problems in protected area management
may result from the placement of higher level staff who
have .1ittle, 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 broadenec %o
include the level of management above the PAM (i.e.,
Field ¢ perations Director (FOD) at the government’s
conservation authority’s (CA) headquarters).

It is also recognized that in many c: ses the job of PAM
will eventually be filled by individuals immediately
below this level (depending on organizational structures
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and the procedures of the organization). The RM and
his/her core team representative may have therefore
decided tc include 1n 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 receilve training; and

f Research Officers.

1.6 TARGET COUNTRIES

1.6.1 The PARCS assessment 1is 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
opportun.ties over a sizeable part the continent.

1.6.2 Fractical realities, however, will 1i1nevitably dictate
that in-depth assessments can only be done in some
countries, limited assessments in others’ and no

assessments 1n yet others. In-depth assessments involve
in-country site visits and follow the methoderlogy
described in this document. Limited assessments involve
more cursory assessments, often conducted from outside
the country using means availlable (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;



1.6.4

1.6.4.1

1.7

1.7.

1

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 poential for follow=-on activities.

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.

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.

PRELIMINARY GROUNDWORK

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

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

8



7.

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

training records;
in-service training programs (how often provided?
who plans them? numbers of staff attending courses?

financing? etc.);

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

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

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

training programs (annual budget, evaluations,
constraints) .

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

a

b

Strategic planning;

Development and compliance of policies, procedures,
and standards;

Representation of organization and public
relations;

Planning optimal deployment of well-motivated
competent staff;

Development and achievement of operational plans
and budgets;

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

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

Managing concessions in protected areas.
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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 1s needed to
accomplish these tasks; and

discuss what are the constraints to obtaining this
training.

10



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.'

The 1likelihood that Mozambique could contribute in a
meaningful way to PARCS’ regional training objectives
seemed, at the time, very remote and Mozambique was
‘unofficiasly’ dropped from the list of countries to be
surveyed by PARCS.

PARCS’ actual involvement in Mozambique came about
through an opportunistic encounter with a Mozambican SADC
official, Mr. J. Ferrao, attending a conference 1in
Lilongwe.

In view of the changing political climate in Mozambique,
and sensing the need for training initiatives 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.

in Costa,

A full account of existing DNFFB Technical Staff is given

Anstey, and Chande (1993).

11



2.1.4.2

2.1.4.3

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 DNFFB cificials and other
interested parties on how training of protected area
managers in Mozambique might ke undertaken.

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

National Conservation Strategy

At the time of writing Mozambigque 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 1include:

. 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

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

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 vutilization; conservation education and
extension; management/development plans for protected
areas; infrastructure rehabilitation; and tourism
management.

Training is recognized to be an integral part of the
development of a National Conservation Strategy for

12



Mozambique (Milagre Cezerilo, Director: DNFFB, personal
communication).

The PARCS project has been invited to contribute towards
that ztrategy by idantifying training needs and
opportunities for the country’s protected area managers.
Protected Area Authority

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 establishec within the Directorate
to undertake wildlife utilization (principally safari

hunting and culling), wdas set up in 1981.

With the escalation «f civil strife during the 1580’s
these operations ceased.

An organizational chart for DNFFB is given below.

DIRECCAO NATIONAL DE FLORESTAS E FAUNA BRAVIA
DIRECTNR
DEPUTY DIRECTOR

Chief of Department

Anti-poaching Unit Research & Management Unit

Regional Warden

Warden, Ranger, Scout

There have been attempts to c»Hordinate the broad
cnvironmental 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 (NIPF). HNIPP’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.

13



2.1.6.2

2.1.6.3

2.1.6.4

2.1.6.5

Protected Area System

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

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

In addition to national parks and game reserves, there
are Fauna Frotection Areas (FPAs) and Coutadas. Oonly
three FPAs are of significant size and serve as buffer
zones adjacent to Gile and Maputo Game Reserves, and
Gorongoza National Park. Coutac_.s are areas that were
set aside for photographic and hunting safaris operated
on a private concession basis.

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

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 PReserves will not be easy; perhaps DNFFB will
have to alter its policies on settlements in Protected
Areas or re-align boundaries 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 (km?)

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 !Mational Park areas

to include buffer zones and the development of Integrated
Conservation Development Projects (ICDPs) along the
coastlire.

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
linking 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, wviz:

. Training for Wildlife Resource Management; and

. Demobilization of Soldiers and Staff Training for
Wildlife Management.

15



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.

2.3.1.1

2.3.1.2

Recruitment to Post of PAM

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.

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.

16



2.3.2.1

2.3.2.2

2.3.2.3

2.3.3.2

2.3.3.3

2.3.3.4

PAM: Job Description & Responsibilities
DNFFB does not have job descriptions for the post of PAM.

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).

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.

Training Opportunities for Protected Area Management
Statf

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

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.

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
including Administration, Equipmer.t 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.

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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2.3.3.5

2.3.4.3

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 and the process of apprehension and
prosecuticn 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.

The possibility 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.

Current Training ZInitiatives

There are a number of projects with a strong training
component already being proposed for Mozambigque, though
none 1s much beyond the feasibility stage yet. If PARCS
is to become involved in Mozambique, PARCS must be sure
not to overlap with other training initijatives, but
rather, play a complementary and/or supportive role to
then.

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.

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.

18



2.3.4.4

2.3.4.5

2.3.5.2

IUCN, 1in conjunction with DNFFB, has identified two
priority projects which address the need to provide
training in the mid-management and uniformed ranks of
prntected 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 protec*ed area field

staff will undergo a one-to-two month training program at
an alrcady-established training institution (e.g. at
Chimoio or Gorongoza).

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.

Constraints

One of the principal constraints on training Mozambican

PAMs 1s 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 Portuguese. These institute include:

. Nati.nal Parks Board, Pretoria;

. Kangwane Parks Corporation, Nelspruit; and

. National Botanical Institute, Claremont.

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 1inexperienced, basically-educated, high-school
students.
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2.3.5.3

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 immediacy of
"establishing a presence" that PARCS may be able to
support training initiatives for PAMs in Mozambique.

The suitability of using retrenched troops to strengthen
DNFFB’s law enforcement capabilities is open to guestion.
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.
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SECTION 3:
RECOMMENDATIONS

From more than ten hours of interviews with both governmental
and non-goverinmental staff working in the field of natural
resource managenent 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 i1mplement integrated, holistic approaches
to peripheral, rural development around protected areas. It
was thcught 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.

Given that priority must be given to posting conservation
management staff to field stations as soon as possibkle,
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).

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 nead 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.

PARCS and IUCN are well-placed to 1liaise on training
developments in Mozambique, with 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.
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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 i institute or university.

In-Depth Assessments: Assescments 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. Extemnal 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 training.

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, suc) 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 conscrve
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
[. The Approach . .. .. ... v it it e i i i e
II. The Project . . . .o vt vttt ittt it et e oo ae oo b
III, The PrOCESS « & v v v v v e et e i et et e ottt i s e s et ot e e e
IV. Target Groups and Geographical Focus ... ... ..o

V. Preliminary Groundwork . ... ... ... ... i i e
The Initial Meeting . . . . ... v v vttt i it et s s e e
General Informationon Training . . ... . .ot vt v vttt o
Meetingthe FOD . . . ... ittt ittt

VI. The Needs ASSESSIMENL . . v v v v v vt v v e v e e v o s oo s n o s o s v s aosoenon
Pre-Questionnaire Discussion . . . ... . oo e

The QUESHONNATE . . . . . v v vttt ittt e b e e n oo te o s o se s e n s
Post-Questionnaire Discussion . . ... ... . . i i i
Amplification of RESPONSes . . . . . v v v v i it e
Background Information Sheets . . . ... ... v e e e
Indicative Information Sheets . . . . . . . . . i it v i i e et e e

VII. In-Country Training Opportunities Assessment . . . . .. ..o oo eee v
Training Institutions Background Information . . ....... .. oo
Instructions for Training Institutions . . . . .. .. .o v v v it v .
Alternative Training Opportunities Questions . . ... .o v v e v et

VIII. Out-of-Country Training Opportunities . . . . ... oo v v v oo v v v inooev o
IX. Follow-Up ACHVItIES . . . . v v v it i it it it e e s e o e s
X. Feedback . ... ... it i e e e s e

XI. Data Organization and Analysis . .. ... ...y
PARCS Reference Number . . . . .o v vt v it v v v v et s v s nnn oo oas o
Data Sheet A . . . o i i it e e e e e e e e e e e e
DataSheet B . . . . v it i ittt ittt et e e s e s
Data Sheet € . . . it it it e e ittt e e e
Data Sheet D . . . v i ittt s e ettt e e e s
Data Sheet E . . . v i i s e s i i e e e e e s e e e
BT 17 B 1= A < R T N I
Data Sheet G . . . v v it it et ettt v et e ts s e e e e
Analytical Questions . . .. ... i e e

XII. References .............. x nT R n)rsrd Ls “._j"'" R R
Yaals L 1. Eh

. “6-\...

41

41

42
42
46
48
50
52
55
57
59
6l

63



I. The Approach

1. Africa’s system of national parks and protected areas ccnstitutes one of the most
important safeguards of the continent’s rich biological diversity. Protected Area Managers
(PAMsS), 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
managemcnt, 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.len 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 PAM:s.

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 cr rafute 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 quantitative 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
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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 breaxdown 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, (i1) assess
their own skill levels, and (iii) heip 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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II. The Project

5. The PARCS project seeks to address two questions:

)

What skills do Protected Area Managers need to enhance the conservation of

Africa’s protected areas?

(ii)

skills?

What can be done to provide Protected Area Managers with training for these

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)
(ii)
(iii)
(iv)
v)
(vi)
(vii)

(viii)

assess skills needed for effective protected area management;

assess present skill levels:

determine the types, amount and frequency of training currently received;
assess training needs;

identify constraints to adequate and effective training;

identify the institutions and programs presently used for training;

identify potential opportunities for relevant training; and

identify pilot activities to test innovative training methods.



3. The information collected in Phase [ will be used to guide the development of appropriate
pilot programs for training in each of the three regions in Africa to test models of effecuve
approaches, Program structures, and teaching methodologies for training (years 2 - 5). At the
conclusion of the project, specific training approaches will have been tested and a broad series
of recommendations for training protected area management staff will have been developed.

[11. The Process

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 Foundation (AWF), Wildlife Conservation International (WCI), and World Wildlife
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 Affica.

10.  Funding for PARCS comes from the Bureau for Africa of the United States Agency for
International Development (USAID) through the Office of Analysis, Research and Technical
Support/Division of Food, Agriculture, and Resources Analysis (ARTS/FARA) project for
Policy, Analysis, Research and Technical Support (PARTS). Supplementary funding has been
provided by WWF, with AWF, WCI, and WWF contributing staff time to the project as well.
Each of the collaborating organizations draws from its expertise and experience with related
ongoing activities in the field to enhance the PARCS assessments.

1. The PARCS project is led by a U.S.-based core team consisting of Kate Newman of
BSP, Cynthia Jensen of WWF, and Amy Vedder of WCI, Regional Managers representing
AWTF (Deborah Snelson), WWF (Michael Dyer), and WCI (Annette Lanjouw) are conducting
the PARCS assessments in the field. Barbara Pitkin of BSP coordinates the overall activities of
the collaborative group, while Deborah Snelson provides field coordination of PARCS activities
f-om the AWTF office in Nairobi. Tim Resch is the USAID technical manager for the activity.
Data analysis with Panacea software is being carmied out by Vitalis Wafula of AWF.

12.  The methodology for the PARCS assessment was developed during a four-day workshop
in Nairobi in August 1992. The workshop was facilitated by Peter Woolf of Price Waterhouse,
and attended by Barbara Pitkin, Michael Dyer, Annette Lanjouw and Deborah Snelson.
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 Regional Manager in southern Africa conducted a trial assessment of
training needs in Malawi between 13 Saptember and 2 October. The methodology was also
reviewed by the core team in September and amended in light of those reviews. Further
revisions were made following the mid-term review meeting for the project held in Harare,
Zimbabwe, December 3 - 12, 1992. The Regional Managers conducted a data analysis
workshop in Nairobi March 15 - 19, 1993. A second data workshop in Nairobi is scheduled for

May .4 - 28,
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IV, 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 multipiicity of titles may act as PAM (e.g.,
regional officers, warden, senior warden). In order to idenufy the appropriate individuals for
the assessment in each country, it is necessary to carefully examine crganizauonal structures and

job descripuons.

14.  In some couatries, 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 level. 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 intenticn
to extend the assessment to ncn-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;

(i)  Protected Area Manager (PAM);

(i)  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 (o cover as many countries in eastern, central and
southern Africa as possible. [n this way, the end product should provide a comprehensive
assessment of the training needs and opportunities over a sizeable portion of the continent.

18,  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 others. 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 (e.g., limited use of the questionnaire through selective
interviews and mailings, collection of baseline data through telephone interviews, and literature

seaiches).

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

(i) government cooperation

(ii) USAID concurrence/cooperation (fus those countries being assessed with USAID
funds)

(iii) civil war/unrest

(iv) relative importance placed on a country’s biodiversity and protected areas vis 3 vis
other countries in the region

(v) potential for follow-on acuvities.
20. A preliminary categorization of countries has been macde. These categorizations may
change as the assessments progress. Decisions regarding priorities 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:
East Africa
In-Depth Assessments: Tanzania (including Zanzibar), Kanva, Uganda, Ethiopia

Limited Assessments: Somai.a

Central Africg

In-Depth Assessments: Burundi, Cameroon, Congo, Rwanda. Zaire
6
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Southern Africa

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

Limited Assessments: Lesotho, Mozambique, Republic of South Africa (training opportunities
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. Preliminarv Groundwork

23.  For the countries in which an in-denth 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 stadoned 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 informaton 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 Information 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)
—Training records? __yes no Kept for which levels?

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 ttles/description
How are they planned?
How are decisions made on who will be trained? ____ part of system personal inidative
credentials funding ___other
What is the basis for these decisions?
--General numbers of people trained per year

Formal wildlife training institutions:

Listing of institutions

How are decisions made on who will be trained? part of system personal
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 titles/description

How are they planned?

How are decisions made on who will be trained? part of system personal
initiative credentiais ____ 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
_-Percentage of annual recurrent budget spent on training

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

vears

--Training material provided to starf?
What kinds?

-Any form of bonded service afer training?  How is it done? Regulations?
Incentives/disincentives?

--Has there been any evaluation of the training program?
--Genera: assessment of training?

.-What are the constraints to training?
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25, At the formal meeting at heac juarters, 2 briefing is given on how the PARCS
questionnaire may be administered. The preferred strategy for conducting the questionnaire is
for the Regional Managers to hold interviews and discussions with PAMs and make site visits
to directly observe protected area management. The Regional Managers must, however, tilor
their approach to individual country circumstances. Options for conducting the questionnaire

are:

- Explain the questionnairs and have the PAM fill it out with the Regional Manager
nearby to assist;

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

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

- Mail out the questionnaire; or

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

26. PARCS is intended to be conducted in an adaptive way, reflecting the needs and wishes
of government programs and interests in training. The senior official is invited to decide the
best method for the PARCS assessment, and to help set up meetings and/or workshops with
PAMs. The official is also asked to recommend people to talk to about training opportunities.

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’
responses. It is explained that by rating the general skill levels of PAMSs in the FODs’

organization, training needs will be identfied.

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

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

Strategic planning

Development and compliance of policies, procedures, and standards
Repres....;ation of organization and public relations

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

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

.O\l.hkwt\)»——
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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 ottaining this training.

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

saction.
Y1, 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;

(if) The questionnaire provides a convenient tool to compare outsic ~ 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 simulate thought and discussion on the important facets of protected area
management. In and of itself, the questionnaire may weil 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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yestionnaire Di io
34. Before the questionnaire is filled out, the Regional Manager ' conducts a pre-
questionnaire discussion. In that discussion, the PARCS project and its goals and objectives are
described. The questionnaire is introduced as the PARCS team's perception of the tasks, skills
and competencies required of an effective PAM. Itis explained that the questionnaire is a tool
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.

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

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

respondent’s first task is to read these responsibilities and accountabilities and add or delete
according to their own view of the job.

36. The instructions for completing the boxes in columns 2-7 are then given. Respondents
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 successfully. Then, in
the right-hand box, they are asked to assess their own level of knowledge in this area. In the
discussion of columns 2-7, it should be made clear that the questions do contain prompts
reflecting the views of the team that developed the questionnaire as to the level of knowiedge
appropriate for the job; respondents should be encouraged to differ with these views where they
see fit. It is useful at this juncture to show how the data will be extracted from the left- and
right-hand boxes to indicate whether there is a training need (see para 65).

37.  The insiructions for completing columns §8-14 are then given. Respondents are asked to
read each competency and first indicate whether they think it is required to do the job of a PAM
successfully. Respondents are then asked to indicate their own level of ability in this area.

38.  Instructions are then given for the questons immediately following the questionnaire.
It is explained that columns 15-17 should be read to help spark ideas in answering the questions
on work ethics, commitment to conservaton, and attitudes towards adjacent communities.
Respondents are told that these are difficult questions that require some thought and there are
no wrong or right answers to these questions. The language and computer questions are then
explained; the importance of language is explained with respect to working with local
communities.

39.  Respondents are told that when they come to the bottom of each column they should
complete compartment L by indicating which form of training (e.g., formal wildlife training
institutions, in-service training, on-the-job training, or other) has contributed most to their

' While Regional Managers may uulize surrogales Lo conduct certnin poruons of the PARCS assessment, the term Regional Mansger
will be used throughout.

12
BEST AVAILABLE DOCUMENT

&



knowledge of the subject in that column. They are also asked to list any additional training
raceived 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 questionnaire.

40. Direct examples from the questionnaire are used liberally in the pre-questionnaire
discussion to help respondents understand how the questionnaire should be completed.
Respondents are reminded to read the instructions carefully and to seek ciarification on any
words/phrases or instructions not clearly understood. Respondents are also reminded 1o
continuously refar 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 lose/win 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).

BEST AVAILABLE DOCUMENT
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PROTECTED AREAS CONSERVATION STRATEGY (PARCS: TRAINING NEFDS ASSESSMENT
Four organisations, the Alrican Wildhle Founaaton, wildlife Conseevanon Interrationaic Wordd Wildlite | uad ang the
Biodiversaty Support Proeram are working toecther on o progect caticd PARCS, One o the mam aimic of the Project 1s o

identify the slalls required for the job of protected arca manager ang (o assess tie Irmng neeus.

Tao achicve his we have developed a chart of the tvpical skidls ccompetenciest required o do the job ot protected area
manager. We wouid like vou 10 assist us vy domng two thines:

& 10 check the appropriateness of the chart to vour job
@ to assess vour current skill leved for cach component of the chart

Belore ffling in the questionnaire please read everythime throwely very carclully. This information will be confidential and
will be used to build up an analysis of the traing requirements for cach country in Alrica participating 1n 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 reccived.

® The first column shows ‘accountabilitics and responsibililies’ associated with cach division A-K. Pleasc add any lurther
accountabhilitics and responsibilitics speaific to your joh hy writing in the relevant compartment.

® Columns 2-17 show the competencics associated with vour job in terms of knowledge (2-7). mental skills (8-11), social
skills (12-14) and aditudes (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:

None has no knowiedge of subject matter indicated

Some awarcncss of the subject and gencral applicability

Waorking  sufficient knowledge to complete routine tasks

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

bl ol Al

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

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

In the left hand box put the number which corrcsponds to vour 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 rcgulations cg. fircarms, arrest,

charging and human rights
Al 3

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

When you come to the bottom of cach column please complete the compartment (L) by showing which form of training
has contributed most to your knowledge of the <ubject in the column. These categorics could include: Formal wildlife
training institwtions (please specify with dates), Other training opportunitics (cg. workshops, seminars), In-service (orma
training (organiscd by your department), On-the-job training (skills learnt whilst doing your job).

BEST AVAILABLE DOCUMENT



MENTAL AND SOCIAL SKILLS  -columns §-14)

Mental and sociai skills have been crouped into tour leveis:

Nane )
Pnor |
Satisfactory !
Good

=

We would like you to go down cach column 3-14 and fill in the boxes.
First of all indicate whether cach skill is appropriate to vour job by circling ¢ither Yes (Y) or No (N).

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

eg. in F9:

determining truc causcs of visitor
dissatisfaction & behaviour
3y @

Such an answer shows that this skill is required and the r(.spond(.n( has the required levei 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 compartmeat by showing which forms of training have

coatributed most to your skills in the subject of tt column, Use the categories described before. Pleasc list the most
important one first,

ATTITUDES (columas 15-17)

The chart indicates the principal attitudes of the job. All we require vou 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 a 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 2, 3 & 4) arc 10 be returned after completion. You may keep ail uf the
COLOURED sheets. Once you have completed the questionnairc please carefully tear off the four white sheets and return
them in the enclosed addressed envelope.

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

Biodiversity
awr TN ‘* support

WWF Program
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Main Divivons of the Job

RNOATEDGE

20 Techmiead A HAbTe/ Tanrivan

\

| =eure avananiiy of
mpetEal and we.
moteated seald

- Aceountatility and Recponsibiliies
Mavmizing petennat ol niceag <an
Responsihvic tor rgniasvinge 11 091ng negs
Respansinte tor recommeniations ani

APPRCATION OF desciphnary measares

Ensure anpropnate
infrasiructure within
hudget

Responsibie and accountable fnr maintenance.
repair, rehabihtation and construction
Recommending agditionai facilities

Working hnowledee of infrasiructure. construction, <:ngs. matenais.
etc.

[insure nnanciat and
accounting integnty of the
protected area

Accountable and responsible for all revenue
enerated and dishursement (received from
eadquarters and receipts)

Responsibie for accurate accounung

Ensure deveiopment and
achievement of tactical
plans and hudgets and
coninbute to protected
area strategic planning

Accountable for development of annuai plan
and budget of protected area

Responsible for working mathin the agreed plan
and budget

Identify sirategic options in the protected area
and contnbute to strategic plar ing

E Ensure that all actvities Accountable for enforcement of law and In-depth knowiedge of sale practices wath respect to midhife D D]
sathin the protected area regulsucn and ensunng safe pracuices .
comply with lsivs and throughout the protected area In-depth knowledge of techmques of ani-poaching D :,‘
regulations

F Fnsure opiimum ievels of Responsible for ensunng that the highest fevets | In-depth knowledge of wisiors' expectations

visitor sausfacuon

of visitors’ services and practices under hi<sher
junsdiction are maintained

(I

In-depth knowledge of protected area infrastructure techniques, ate
design and analysss

In-depth knowiledge of interaciion between tounst and focal areas

O

Ensure agreed intervention
(eg. early buming, problem
animal control)
programmes are completed
to hudget and timetables

Responsibie for design, implementatinn, and
evaluation of intervention programmes to meet
conservation objectives in Ihe protected area

In-depth knowledge of intervention needs, techmques and ymphications

Ensure harmonious
relationshins with
neighbounng communities

Responsible and accountable for design and
implementation of a programme 1o achieve
harmontous relotions

Responsible for for instilling acceptance by
stalf of the role of local communities in
protected arca management

Working knowledge of extension methodology

aa4d

Some knowledge of cultural and hictoncal context for the lication of
protected area

Be aware of research
actmties and progress
against plan

Responsible and accountable for ensunng that
research programme 1s implemented according
to the protected area conservation objectives
and timetables

Working knowledge of research methodologies

a0

Working knowledge of the role of research in meeting cansenation
objectives

Represent the protected
area and s interesis in
public meetings

Accountable for ensunng that the protected
area i1s represented in evtrz possible area
Respanuble (or ensunng that the information
wvailable about the protected area 1s up to dale

Up-to-date working knowlcdge ol ail activities wathin the protected
areca

{n-depth knowiedge of the context of the protected area in the
rchonal/na(ional/global arena

O

Ensure #n appropnate
balance between resource
conservation and use in the
protected arca

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

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

In-depth knowledge of types, locations, trends and requirements of
tmportant natural and cultural resources in the protecied :mD D

s. locations, trends and requirements of
auna and Nora and the key spectes of the

In-depth knowledge of t
threatened and endemic
ccosysiem.

Working knowiedge of environmental impact analyus techmques

Working knowledge of surveys and monitonng technmues
(ficld data caitection/analysis)

|

L

l'raining recerved
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L Managenient

4.

'

Planming

[ egal

{6, Polictess"rocedures

! SR aconuptng

Noorking snowicdge ol supenasory
and posennet stanagement shills

Some Anuwiedee Of human
fesaurcLy tecnniques and therr
ipphcdiion ds approprdie (e g, o N
Chaludliun OF worn ot job, salary
structunng, (raming nceds anaivsis s
Working knowledge of
managtng cdsual labour D l:]

|

' Waorking hpowicagee o solcduing
stall developmient & s
—
i
!

SOANe aewicdE il

SR ICD Tawy
oy

N =

i hedemh kpowicyge ot
Dstath polGOes. procedure.
g pPractices

t
O
|

Waorking knowiedge of pnnciples ot
SLOCh COMTOL 4Ny procurement

Waorking Anowledge of how 1o apply
frresentative maintenance

Working spowledee ut b

planming
-

Suome hnuwicdge of
contract law (tor
wniling contracts to
subcuntracton}

a

In.depth knuwiedge of
maintenance /
construction policies.
procedures and standards
and procurement
procedures

Waorking Anowiedge ol financial

planning
aa

Worlung knowledge of
accounting policy and
procedures

Working knowledge of
accounting and pnnciples of

internal contrul

Working Anouwlcdee of planning,
budgeting und control

Working knowledge of
overali sirategies and
direcuon of hisyher
organisation (national
canservanon policy)

In-depih snowiedge o ratrol

planning nceus
aa

' in-depth Anowiedee of
relevant taws and
reyuiahions (e g,
lirearms, arrest,
charging, humuan_nghts)

In-depin knowiedge ot
policies and procedures

Warking xnowlcdge of management
4nd accommeodation and catenng
facihinics under protecied area
jurnisdiction

In-Jepth knuwiedge ot lechnigues
in Jdeveloping lung «nd shon-lerm

visitor plans
O d

Working knowledge of
contract law as
apphcabie 1o
concessionaires and
visilors

In-depth knowledge of
visilor poiicies and
procedures

Working knowled%c of
keeping records of visitor
numbers and keeping

receipts : D E]

Working knowledge of project (job)
mdnagement

In-depth knowledge ot job
planming

In-depib knowledge of
relevant laws and

reguiations D D

In-depth knowiedge of
policies and procedures
related 10 intervention

{n-depth hnowledge of protected
area vs people contlict manuf'cmcm

Working hknowledge of how to
develop a community conservation

plun [:] D

Some knowledge of
laws related to
community

Jevelnpment D D

In-depth knowledge of
paticies and procedures
relaled to community
conservation

Working knowledge of record
keeping (or linancial
dibunsemenis to ocal
communities

In-depin knowledge

of records of resource use or
resources shared — both
financial any in-kind
distnbutions D

Some knowledge of Jevelopment
of rescarch plan for the protected

area D D

In-depth knowledge of
legal aspects of
collecting/exporting
matenals & specimens

Working knowledge of
rescarch policies and
procedures

Working knuwledge of
budget & allocations for
research activities

a

Wacking knowledge of the concept
ol public relations and methods of
dealing with the media D

Some knowtedge of obhgatory role
(attendunce) al mectings and

awareneas of dactivilics around the
protecied arca expedient to atiend

In-depth knowledge of
the legislialion regarding
protected areas D

Some knowledge of the
laws af slander and
hbel

In-depth knowledge of
the public relations
policies, procedures and
practices

Working knuwledge of resource
conservation management
planning techniques and
methodolopcs D D
In-depth knuwicdge of

how 10 develop and implement
protected arcsd management
ohyjeclives

In-depth knowledge of

how to develop and maintdin a
protecicd acca management
70nINg syslem

Working knowledge of how
1o estimate costs for
implementarion ot resource
conservation management
plan recommendations

Lo

Do
R

o

T
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Main Divisions of the Job

Acenuntamlity and Responuinlities

CAMENTAL SKINES
8

[ 2 Comprenencnn !

2, 'rablem \palyae

| A Fosure asauabibiny of
competent and sell-
motvated statf

SMavmening potennal of atlocared catf
[Responcinie 1er wenndving framng needs
Respanainie 10r recammenuanons andg
appucation ol disciphnary measures

evomasang <t

sapcement

l"' —

| pertenina

Vetermining causes of
“eof peanemance ang
hehaviour

o

{'n<ure avanabihiy of
approprate in(rastructure
(within budget)

Resprinsinte and accnuntibie for
fruntenance, repair and renantitation and
constructinn

Recommenuing additionai facthities

Spumnine moatpentices
meMentuyl hazards
. ,
TN

anyg I

O

ietermining eances of
Lpecitic ane rrends on
cquipment and
infrastructure tailures
YN

o

I'nsure financiai and
accounting integnty nf
the protected arca arca

Accountabte and responsinle for all
revenue generated and dishurtement
(received from headquarters and receipts)
Responsible {or accurate accounting

Undertanding financial

imphcations of

informaton
Y N

Determining causes of
figures nnt reilecting the

true sttuation

Y N

D Encure development and
achievement of tactical
plans and hudgets and
contnbute to protected
area strategic planning

Accountable far development of annua)

F{Ian and hudget of protected area
esponsibie for working sathen the agreed

rlan and hudget

dentify strategic options in the protected

area and contnbute to strategic planning

Undcrstanding
implications of set
abjeciives including their

feasibihity
YO

Determining true causes
of failure to achieve plan

and budget
NQd

£ FEnsure that all activities

wthin the protected area
comply sith lass and
regulations

Accountable for enforcement of law ang
regulation and ensuring sale practces
throughout the protected area

Understanding
applicability of laws and
regulations 1n protected

areas
YN M

Determining true causes
of incidences and (rends

in incidences

F Ensure optimum leveis of
wvisitor sausfaction

Responsible for ensunng that the highest
leveis of vicitors semaces and practices
under his/her junsdiction are maintained

Recognising the
«ignificance nf physical
ang statistical information
regarding visitor impact

Y N

Determining true causes
of visitor dissatisfaction
and behaviour

~
e

finsure agreed
intervention programmes
arc completed to budget
and timetables

Respansible for design, implementation,
and evaluation of intervention programmes
to meet conservation ohjectives in the
protected area

tnderstanding
information that may lead

o imerventions

Determining causes of
deviation from intended
results of interventions

H Ensure harmonious
relationships wath
ncighbounng
communities

Responsible and accountable for design
and implementatton of 2 programme to
achieve harmonious relations

Responsible for tor insulling acceptance by
stall of the role of local communtties in
protected area management

Understanding the
sigmificance of stauistical,
physical, sntten and oral
information relating to
community-protected area

links
YN D

Undertanding underlving

causes of conflict both in

the long and shart term
Y

I Be aware of research
activities and progress
against plan

Responsible and accountable far ensunng
that research Emgmmme 15 implemented
according to the protected area
conservation obhjectives and timetahies

Understanding the
sigmficance of research
findings and the function

of research
YN O

Determiming causes of
why rescarch programme
is not to timetable

YND

J Represent the protected
area and 1S interests in
pubhic meetings

Accountable for ensunng that the
protected area 1s represented 1n every
ible area
esponsible for ensunng that the
information available about the protected
area 18 up to date

Undertanding the
significance of points
rassed during press and

other meetingy D

Determining the causes
of adverse commenis in

press
Y N D

K Ensure an appropnate
hatance hetween resource
conservation and use in
the protected area

Responsible and accountable (or design
and implementation of resource
mansgement/protection strategies (o meet
Emleclr.d area conservation objectives

esponsible anu accountable (or the
preparation, approval, and implementation
of a resource conservation management
plan (or the protected area

Understanding of

day-to-day and long term

imphications of the

protected area’s

management objectives
Y N

Recogmising and
understanding the
implications of potential
environmental impacts of
different actimties

vy O

Identifving and
determining the causes of
conflicts between
protected area resource
conservation and use
YN O

L ‘Training received
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SOUINL SRIE S

L Creativily

i L1 Evatuation

1. Oral

13, Weuten

, HdOWorking wan others

Devetomng va-ine-jon
trainming

Fwgiuauing statr periormance
(RN
vt ]

‘ |

COunseng stait

. —
' . { ‘

| ,
f )

AP shalt SUPMaoal and

draiung ety
=

SMotsating stant
TN

iy
} :

i

Creating adaptive solutions
to infrastruciurdl orobleny
k]

Deading pnonties and seiectng |
from alternative councs ul achion
for masnicnance and reparr

o

Chving clear instructions o
]

f slalt and contractors
TN [—1‘

S nong speciication orders

a

' and instructions to third

party
Y N

Gaming 1ne couperation of |

suppliers and |
1
R lw]

subcontractors

Expltaning financiat
uplicahions to senior
mandgement and junior

stalfl
O

Y N

Developing options to
achieve pians and budgets
in hight of changing
carcumsldances

N0

Sclecting prionties during budget

preparation process
N

Presenting ptan and
budyet
Y N

4

Prepanng planning and

budget bnefs for manager,

Justilying proposale
Y

v O

Selling plan and budget
convincingly
N

|

Ilavinyg tlexitribiy to reach
compromises wnich respect
uhjectives of the law

Y N D

Balancing and evaluating necds of
the invoived panies in spint and
fetter ol the taw

YoM

Exptaining proper
procedures and
regulations 1O residents
and user Of the protected

Jrea
O

Y N

Wnung ciearlv worded
notices anu instructions
Y N

Gaining cooperation of

wTong docers
403

Developing opuons foe
IMPrOVING visiHOr amenities
wilthin means available

Lvaluaung opuons and setecting
counes Ol action regarding visilor

swices

Y N

Getting protected area s
pemspective across o

Y N

Prepanng iniemretive
matenais
Y N

a

Dealing wuh dissausiied
visitors
Y N

a

N
Designing (coninbuuing 1o
design) or adapling
inlenentions to mect
specific needs

N

O

Sclecting appropnate programmes
and cvaluating their success
Y

vISILOTS
Giving clear instructions
on technical intervention

procedures D

N

Watung clear repons
cxplaining intervention, its
success. tailure, etc.

vv O

Gaiming cooperatioh of
local communities where

appropnate
pp N O

Developing 1dcas for
improviny
communiiy/protecied area

refations

Y N

Determining why cenain
community-telated intiatives have
achieved success

Yy

Presentnyg information at
a level appropndte (o
target audience

vy O

Having cultural sensitivity

ldentitving opponunilites
for for the apphication of

researen

Y N

Livaluauing the results of rescarch
and their apphication

[insunng research repons
are comprenensible for lay

people
tl

Y N

Establishing positive
relanionships wath
researcners

Y N

|

Leveloping public retations
malcnals (ural, wniten,

ctc.)
Y N

Sclecung matcnals appropnate

{or cach meeting
N

Making formal public
presentations and respond
{0 guestions
undmubiguousiy

vy O

Prepaning press releases
Yo

Building up and

matnlaining network of

contacts tur information on

all imponant/retevant

mectings and events
\

N

Develuping metnods 1o
achicve mandgement zone

objecuives D

N

Working =1th focat
communsties and other
concerned parnies

during plan development
and imptementation D
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! Main Divisions of the
lJuh

t.

vcenuniability ang Respanabdities

FAFTET DES

i {5, Wark Fihies

A Fasure avanabihty of

motivated stafl

31 competent and well.

Maumizing patential of atineated <tatf
Responsinie {or wdentifving tramming needs
Responsible {or recommendations and
apphcanon ol disciplinary measures

\|(‘Cl|i l‘|‘!(‘fll\llv in arprasal
and general statf Jeahngs

i 16, Commument to 0 1%, € covminuy

. Consenniinn itudes
“.ecds 1o [ AR T TR
demoncirate lemonstrare 1
rommitment and oactl andderaanding
stk commument | f reed (or
n others trarmonong

Trelatiencmp

B Insure avasiabihity of
appropnate
infrastructure (enthin
budget)

Responsihle and accnuntanle for
masnienance. repatr and rehamititanon and
construction

Recommending additional facilitres

Honours contractual
agreements in spint and letter

C [’ncure financral and

the protected area
arca

accounting tnlegnty of

Accnuntable and responsible for alf
revenue generated and dichursement
(received {rom headquarters and receipts)
Responsible for accurate accounting

Insuls honesty

D Ensure development
and achievement of
lactical plans and
budgets and
contnbute to
prolected area
strategic planning

Accountable for development of annuai

Y{Ian and budget of protected area
esponsible for working »athin the agreed
lan and budget

dentify strategic options i1n the protected

area and contnbute to strategic planning

E Ensure that atl
activities »athin the

w1th Jaws and
regulations

protected area comply

Accountable for enforcement of law and
regulation and ensunng safc practices
throughoul the protected area

Hanesty, tolerant to others’
points of view

Finding hatance
and understanding
the needs of hoth
conservation and
the 1nvoived partes

Tolerance to nthers
ponis ot view 10
minmize conflict
hetween pmitecied
arca and others

F Fasure oputmum
levels of visitor
satisfaction

Respansinle for ensunng that the hignest
leveis of wvisitors’ <semaces and pracuces
under his/her junsdiction are maintained

Needs to
demaonstrate
commument to
conservation

Needs to
Jemonstrate behel in
valhidity of inciuding
local communities in
protected area
management and
enterpnses hnked 10
tounsm

3}

[nsure agreed
intervention
programmes are
completed to budget
and timetables

Responsible (or design, impiementation,
and evaluation of intervention
programmes to mect conservation
objectrves in the protected area

fnsure harmonious
refationships with
neighbounng
communities

Responsible and accountable for design
snd implementatton of a programme to
achieve harmonious relations
Rcsron“hle for institling acceptance hv
stafl of the rote of local communitics 1n
protected srea management

1 Be aware of research

agatnst plan

actmuties and progress

Responsible and accountable (or ensurng
that research programme s implemented
according to the protected area
conservation objectives and timetables

Must have an open mind to
rescarch findings

“ust suppornt role of research
as a component of protected
area management

J Represent the

interests 1n public

rolected area and its

Accountable (or ensunng that the
protected area is represented in every
ible arca

{lonesty, Integniy

Must make clear when

Demonstrated as
absolute

emaonsirated as
ahsotute

balance between

and use in the
protected area

resource conservation

and implementation of resource
management/protection strategies to meet
Emlecled srca conservation objectives

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

meetings * Responsible (or ensuning that the representing the protected area
information available about the protected | or a personal view
arcs is up to date
L Must never cnticize the
organisation openly
K Ensure an appropriate | ¢ Responsible and accountable (or design Honours conservation

objectives of resource
management plan

L Training recerved
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This chartindicates the principal attitudes of the job. Al we require s that sou answer the following yueshons:
As i manager how do vou instil:

4. work ethies?

b. commitment to conscervation?

c. hcalthy attitudes to adjacent communities?

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

LANGUAGES COMPUTERS
Do you s[)cak . language understood by the local Do you use computers? If so, in what ways?
communily adjucen( to your protected area?

BEST AVAILABLE DOCUMENT



TRAINING PRIORITIES

Having completed this questionnare and thinkig speenticallv ob the requirements of vour job, swiat do you think ae sour
three greatest tramning needs?  What lorm o traming ao you think would be best to address these neeas tae tormal, e
service, on-the-job, or others)!

1.

2.

3.

This questicnnaire was completed by: Title (no name nceded)
Department/Section
Organisation
Country

Date: ..

How many years have you worked for vour 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
maring, aqualic, dry forest, moist forest, desert

Are you male [T] or female [T]? (Please tick appropriatc box)

PARCS REF NO: Date received:

BEST AVAILABLE DOCUMENT



PAST TRAINING

Please list any additionat training atter primary school (with dates) not recorded in Row L (formal, in-sersice or other),

)



Paost-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:

l. 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 rule 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?

[1. 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.  Atthe 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 compiete the questionnaire:

24
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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 hcw long known)
(d) Perception of overall level of comprehension of interviewees (including number or
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 Low 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 (NGQs) 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 [
assessment hut will be built into Phase II.
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Bac! eround Information

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) caiegories, 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?
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 uriversity 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. cf 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 Information

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?

Mgnaggmen;

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 'vith each of the above?

3) Do you personally write/do:
Annual reports? Y___ N___ Other personnel who do
O uer regular program reports? Y___ N___ Other personnel
Budget reports? Y N____ Other personnel
Accounting? Y___ N___ Other personnel
Guard scheduling, supervision? Y___ N___ Other personnel




Strategic 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)

Legal

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 Opportunities 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 "[" 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
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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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PROTECTED AREAS CONSERVATION STRATEGY (PARCS):: TRAINING NEEDS ASSESSMEN]

Four orgamisations, the Alrrcan Wildhfe Foundation, Wildlife ¢ onservabon International, World Waldhfe Fand and the
Biodiversity Support Program are warking together ona projea calded PARCS. One of the man aims of the project s to
identily the skills required for the job of protected area numager and to assess the traming needs,

o achieve this we have developed a chart of the typical shiils tcompetenaesy required to do the job of protecred area
manager. We would like you 1o assist us by domg teo thunes:

® (o cheek the appropriateness of the chart
® 1o assess the level of knowledge taught in a <pearficd course at vour institute

Before filling in the questionnaire please read everything throueh very carefullv. This information will be confidential and
will be used to build up an analysis of the training requirements [or cach country in Alrica participating in the study.

The attached chart has 17 columns and 12 rows.
® Rows A-K show main divisions of the jcb.
® Row L will be used to identifv the parts of the training course which are relevant to the columa above.
® The first column shows “accountabilities and responsibilities’ associated with each division A-K. Please add any further
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 job in terms ot knowledge (2-7), mental skills (8- 1), social
skills (12-14) and attitudes (15-17).

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

KNOWLEDGE (columns 2-7)

Knowledge has been grouped into four levels:

None has no knowledee of subject matter indicated

Some awareness of the subject and general applicability

Working  sufficient knowledge to complete routine tasks

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

Rad i Ml

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

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

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

In the right hand box (shaded) put the number which corresponds to your assessment of the level of knowledge taught in
the course at your institute,

eg. in E5:

In-depth knowledge of rclevant laws
and regulations eg. lirearms, arrest,

charging and human rights
%Qey

Such an answer shows us that the person completing the questionnaire agrees that in-depth knowiedge is needed (4 in the
left band 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 conlributes most to the knowledge of the subject in the column.

(PARCS INSTY

BEST AVAILABLE DOCUMENT
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MENTAL AND SOCIAL SKILLS  ienlumns 8-14)

Mental and sociat skills have been grouped into tour levels:

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

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

First of all indicate whether cach skill is appropriate to the jub of protected area manager by circling either Yes (Y) or No
(N).

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

determining true causes of visitor
dissatisfaction & behaviour
QN

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

eg. in F9:

When you come to the bottom of each column piease 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.

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

In order for you to keep a 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 all 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 (or helping us undertake this training needs asscssment. We appreciate your time and input.

oy Biodiversity

awr NI . Support
’ Program

wCi WWFo

(PARCS INST)

BEST AVAILABLE DOCUMENT



TRAINING PRIORITIES

Having compicted this gquestionnanre and thinkiog specttically of the requirements ot a protected area mamieer. = nat ares
ol tramine <hould be Tocused on o this institwte!?

How many ycars have you worked for vour department/organisation?

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

Department/Scction

Organisation/ Institute

Country

Date:

PARCS REF NO: Dale received:

(PARCUS INST
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50.  As time permits in Phase I, 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.  Inorder 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, cee below). Then, a few training needs are chosen for further inforination
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:

Research Institutions:

Private Institutions:

Business Schools

Hotcl Schools

Law Schools

Public Works Training Centers
(road building, vehicle maintenance)

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

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).

38

&~



Alternative Training Opportunities Questi

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 taks 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 itsetf, 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 stuuents 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?

Developm r ervation Proje

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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Z4.  The information gathered on alternative training opportunities wiil be utillized in Phase
' of PARCS.

VIII. Out-of-Country Training Opportunities

35.  BSPis 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.

59.  Regiona! 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 Organization 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.

PAKCS Reference 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.

l 2 3 4 5 o 7 R

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 FAM/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)

. Position below that of PAM (e.g., Assistant Park Warden)

. Protected Area Manager

Position senior to PAM (e.g., Regional Warden)

. Field Opcration Director (FOD) filling in questionnaire for PAMS
. FOD (filling in questionnaire for own job)

. Trainer at a formal training institute

. Research Officer

Field Associates (NGOs/Aid Agencies)

PAM working in the private sector

.\0.00\IO'\M-P—LAN-—

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

Ccmpartment 4: Country (2 letter code)

Ethiopia ET Zimbabwe ZW  Burundi BU

Kenya KE Zambia ZA Cameroon CM
43
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Somalia SM
Tanzania TN

Botswana BO Congo Cco
Mozambique MZ Rwanda RW

Uganda UG Malawi MW Zaire ZR

Zanzibar ZN Swaziland SW - Lesotho LE

Compartment 5: Years in service 3 columns. 1 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 column 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

O: Marine

R: Regional/national

A: Aquatic X: If trainer filling in the form

Compartment 8: Gender 1 column

Male: 0

Female: 1



Tata 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

Parcs Ref. No:

Compartment
No: Al to Kl

| \dditions and.or deletions to
*Accountabilities & Responsibilities’




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, | = none, 2 = some, 3 = working, and 4 = in-dept
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 validatior
questionnaire. The bigger the nvmber 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 scme 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 lz
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 | to 69
starting in A8 and going down the columns to K14. In the first column, the Regional Managers
enter 1 for yes or O for no. The skill level column is to be tilled in with a 1 (none), 2 (poor).
3 (satisfactory), 4 (good). The figure | 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

veneralized attitudes expressed by project participants.

Al

Al

A2.

A3.

A4

A6.

AT.

A8.

A9.

Al0.

All

Al2.

Bl.

B2.

B3

Instilling Work Ethics

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

showing hard work and dedication through example

ensuring objectives of the organization are explained to statf
acknowledging good work in others while positively criticizing bad work
showing tolerance to others™ points of view

showing understanding when taking disciplinary measures

providing attentive supervision to staff’s work, especially when new responsibilities are
given

developing performance appraisal schemes
encouraging subordinate staff to participate in program formulation
cultivating good working relationships which creates rapport for instruction

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

never criticize organization openly
Instilling commitment to conservation
showing dedication to national, regional and local conservation objectives

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

demonstrating the importance of conservation in relation to human needs
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B4

B5

B6

B7

B8

B9

B1O

Bl1

B12

Cl.

C2.

C3.

C4.

Cs.

Ceé.

C7.

becoming involved in extension conservation activities. especially with school
groups/wildlife clubs

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

teaching protected area management that fully covers conservation concept

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

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

teach cost and benefits of conservation

studying past conservation etforts and plans and learning tfrom experiences of others and
causes of their successes and failures

providing necessary working tools

reward parks or conservition areas with outstanding conservation records
Instilling Healthy Attitudes to Adjacent Communities

accepting the validity of community participation in protected area management
listening to and demonstrating willingness to understand community problems

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

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

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

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

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 (noj, or B (blank). Computer use responses are coded as Y
(yes). N (noj, or B (blank) and then | or O under uses for WP (word processing, AC
(accounting/budgeting), and DA (darta analysis).
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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), [ (in-service), J (on-the-job), or O (other). When more than three training
priorities are listed, only the first three are recorded.
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|

key: 18=other

(fill in details under comment)

Limit of 4 rows in each priority

1 2 3
Parcs Rel. No: 2.183]AK|jF11]|J]Oj[2-18]AK]F 2-18f A- | F]111J10] Comment
K
1=Inservice J=0n the job O =0Other

F=Formal




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.  Column 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. [n-service

4. On-the-job

5. Otner

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.  Inorder 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
al. Inrow 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.  Colurnn 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 Rel. No:

key: |=formal wildlife institute, 2=other formal training, 3=in-service, 4=on-the job, 5=other (Fillin | or )
B=bluank 1n row L Z=zero hae in Row L.
Type of . Institute l Course llhlillllcl Course
training Knowledge Mental & social skills Aftitudes 7 letter code Other I letter code
3 4 5 6 8 9 10 i 12 13 14 15 16 17 18 19 20 21 R
1. — -
0-2 yrs
3-5yrs [ ,
6-10 yrs
> 10 yrs -
No Date T
2.
3.
4.
5.
(specify)
6.
BorZ




Analvtical Questions
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. geueral categories of enquiry each with a subset of subordinate. specitic 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 resporsibilities? 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 bv this training needs assessment to satisfactorily do_their
iob? 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
PAMSs’ 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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