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-XECUTIVE SUMMARY 

RWANDA 

TRAINING NEEDS AND TRAINING OPPORTUNITIES ASSESSMENTS 

Introduction 

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

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

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

A questionnaire was designed to gather data on the training needs of protected area managers. The 
questionnaire was designed as a job description and provided a qualitative and quantitative means of 
assessing training needs. It assessed both the levels of skill considered necessary to satisfactorily do the 
job of a protected area manager, and the levels of skill currently possessed by PAMs. Differences 
between the level of skills needed for the job and the level of skills which PAMs currently have were 
recognized as a training need. Further information on training needs and training opportunities were 
obtain, -1through interviews with PAMs, their supervisors and colleagues. This questionnaire was 
designed in such a manner that the results could be compared and analyzed across three regions of 
Africa. 

Phase I of PARCS (Protected Area Conservation Strategy) constituted the first step in a four year 
project. The second step, in Phase II, will address the priority training needs in a number of pilot
countries in Central, East and Southern Africa, based on the needs and recommendations identified in 
Phase I. 

The first phase of PARCS activities was funded by the Bureau for Africa's Policy, Analysis, Research 
and Technical Support (PARTS) project through the Research and Development Bureau's Conservation 
of Biclogical Diversity Project. Supplementary funding was provided by World Wildlife Fund (WWF).
The first year of Phase II (October '93 to october '94) is being funded by the Bureau for Africa's 
PARTS project. 

The Biodiversity Support Program (BSP) is the implementing agent for PARCS. BSP is a USAID­
funded consortium of World Wildlife Fund (WWF), The Nature Conservancy (TNC), and World 
Resources Institute (WRI), established to implement a Cooperative Agreement (No. DHR-5554-A-00­
8044-00) between WWF and USAID. 

BSP is implementing PARCS in conjunction with three U.S. conservation NGO's active in Africa: The 
African Wildlife Foundation (AWF), NYZS/ The Wildlife Conservation Society (WCS), and World 
Wildlife Fund (WWF). For all PARCS activities, AWF is the lead organization in east Africa, WWF 
implements PARCS in southern Africa, and WCS has responsibility in francophone central Africa. 



Training Needs Assessilent 

Protected areas fall under the jurisdiction of three organizations, in Rwanda. The Ministry of Agriculture 
is responsible foi the Forestry Department (Direction G~nrale des For~ts, DGF) and forest reserves; 
the Ministry of Environment an(! Tourism (MINETO), and the Office Rwandais du Tourisme et des 
Parcs Nationaux (ORTPN) are responsible for protected areas such as National Parks and National 
Monuments. In the past, the ORTPN was a parastatal body, responsible directly for all protected areas 
outside of the forest reserves. As of mid 1993 it became linked to the M/IINETO. Both ministries employ 
protected area managers in the field. The MINETO and ORTPN employ "conservateurs" and the DGI­
employs "directors" in each of the forest reserves. Neither the ORTPN, the newly created Minist.y of 
Envirornent and To'irism nor the Direction Gn~rale des FortSs (DGF) have specific training plans for 
their staff. They do not have specific plans to programme the careers of their protected area managers 
in the field and to enable the acquisition of specific skills required for the job. Formal institutes used 
for the training of staff are predominantly the University of Rwanda. local Agricultural and Forestry 
institutes and foreign universities as well as the Ecole dcs Sp~cialistes de la Faune in Garoua, 
Cameroun. 

A.! three organizations recognized the need for the development of a training plan to better equip their 
protected area managers (PAMs) with the skills and competencies required in theirjobs. For the purpose 
of this assessment, a training plan is defined as a structured programme that operates on a pre­
established timetable to ensure that all protected area management staff receive adequate and equal 
training prior to assuming their posts as well as professional development and regular refresher courses 
throughout their career. Such a training plan would also include monitoring and evaluation of the 
training programs undertaken. 

Two protected area managers (PAM), five field operations directors (FOD) and one field associate (FA)
completed the questionnaire evaluating the training needs of PAMs. Discussions were also held with 
numerous headquarters staff at the three organizaticis and with people involved in donor-funded projects 
in protected areas in Rwanda, as well as with the people who completed the questionnaires. 

Analysis of the questionnaire formed the backbone of the training needs assessment, even though only 
two PAMs evaluated thei, own training needs. The 6 questionnaires completed by FODs and the FA 
were felt to provide sufficient information to supplement the assessment by PAMs. The discussions with 
the PAMs, FODs and other people allowed a great deal of additional information to be incorporated in 
this assessment which would not have been covered by the questionnaire alone. 

In order to ensure that the questionnaire accurately reflected the scope of responsibilities held by PAMs 
in Rwanda, the first step in the Phase I assessment was to "validate" the questionnaire: the different 
categories of responden'- reviewed the levels of skill set in the questionnaire by the PARCS team to 
determine whether they coi rectly reflected the skills/competencies and main divisions of the PAMs' job. 
The skills/competencies and main divisions of the job listed in the questionnaire included: Knowledge
Skills such as technical knowledge, management knowledge, planning knowledge, legal knowledge, 
knowledge of policies and procedures, and financial knowledge; Mental and Social skills such as 
comprehension, problem .analysis, creativity, evaluation, oral, written and working with others; Main 
Divisions of the Job, such as staffing, infrastructure, accounts, tactical plans, laws and reguitions, 
visitors, interventions, community conservation, research, public relations and resource conservation. 
Training needs for each skill/competency were revealed by a gap analysis Vhich determined the 
difference bet.veen PAMs current skill levels with the levels that they considered necessary to 
satisfactorily do their job. 

Maior Training Needs 

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

Policies and Procedures 
Finance and Accounting 
Legal 
Technical 
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Policies and Procedures involves the knowledge of the national, and institutional, policies for protected
 
areas and the official procedures through which these policies must be met.
 
Technical skills include knowledge of both the theoretical principles of biology, ecology, and tourism,
 
as well as the practical skills necessary in the field.
 

The Mental and Social Skills in which priority needs fo,' training were identified included:
 

Creativity
 
Problem Analysis
 
Working with Others
 
Comprehension
 

The main divisions of the job in which additional skills (and therefor training) were required were:
 

Community Conservation (eg., interacting with local communities and involving them positively in the
 
conservation process)
 
Resource Conservation (eg., balancing human use and protection of natural resources)
 
Interventions (eg., wildlife management and control, vegetation management, human resource use
 
management in and around protected areas)
 

Constraints on PAMs meeting their job responsibilities include the lack of a well-structured in-service
 
training programme, as well as other constraints such as infrastructure and budget. Funds are usually
 
relatively limited and often PAMs find themselves working in situations which could be much improved
 
by additional input of funding. Overall, however, protected area managers in Rwanda are more
 
adequately backed with funding than in other countries. One of the reasons for this is that the ORTPN
 
has relative autonomy over the management of its funds. Funds generated by tourism are used within
 
the organization. An additional constraint is often the lack of motivation of peopie in the field due in
 
part to insufficient feedback and evaluation of performance. The major constraints are therefore
 
imposed by limited financial resources and the lack of specific and structured in-service training
 
programs, as well as a lack of motivation in field based personne;.
 

Recommendat ions
 

One of the objectives of the PARCS project is to assist target countries to develop appropriate and
 
sustainable training programs for PAMs. Another objective is to promote inter- and intra-regional
 
approaches to training by providing opportunities for contact between PAMs from different countries
 
and b, ncouraging them to participate in regional training programs, providing opportunities to do so
 
where possible. The Central African region, including the eastern Zaire/Nile Divide and the western
 
Greater Congo Basin include a number of protected areas with different ecological, ,conomic and
 
sociological functions. PAMs from tilewhole region could profit from initiatives and expertise
 
developed in different countries. As a collaborative project operating in countries in Central, Eastern
 
and Southern Africa, PARCS could play a vital coordinating and facilitating role to this goal.
 

A primary recommendation of this training needs assessment is to develop and emphasize the role of 
in-service and on-the-job training as a means of addressing the training needs of PAMs identified. 
Course topics should be based on the key training needs in each competency identified by the "gap 
analysis" and should concentrate on the main divisions of the job requiring priority attention. 
Specifically, these skills include Policies & Procedures, Financial, Legal and Technical skills, and 
involve community conservation, resource conservation and interventions. The development of the 
mental and social skills involved in problem solving should be a technique used in the training courses 
with special emphasis on the skills demonstrating the greatest gaps. PARCS involvement in the 
development of such a programme could consist of providing expertise in preparing a syllabus and 
materials for each course, developing a course schedale that would fit into a general training 
programme, and identifying potentia' course venues and instructors. In focal countries, PARCS will be 
able to work closely with a training officer or person responsible for train:.g in each department. The 
emphasis of training programs will be as much as possible on practical, field-based training, using 
"hands-on" techniques. 
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A goal of PARCS Phase II would be to assist in the development of a "training ethic", emphasizing that 
training should be a process and not a single incident in a career. PARCS should facilitate the 
development of a training plan for the departments in charge of protected areas. The long term goal of 
developing a trainina plan and programme in each department is to allow each PANts career to follow 
a pathwa, iased on performance and initiative. 



Country Report 

Rwanda 

Section 1: Protected Area Conservation Strategy 

1.1 The Approach 

Africa's system of national parks and protected areas constitutes one of the most important safeguards 
of the continent's rich biological diversity. Protected Area Managers (PAN11s), ihe decision-makers in 
the field play a critical role in the overall furctioning of these areas. In recent years a number of 
observations on factors constraining effective protected area management, drawn from experiences in 
the field, have been made. They include: 

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

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

c Courses offered at leading wildlife institutions are often too theor-.:cal, academic, 

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

d Few PANIs 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. 

ll Relevant training opportunities outside the traditional conservation sector need to be 

identified and made available 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 such training for PAMs? PARCS isattempting to do this by: 

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

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

developing abroad series of recommendations for training protected area management 
staff 

c 
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1.3 

The PARCS project is envisioned as a multi-year activity. During the first year (Phase I) an in-depth 
assessment of training needs, priorities, etc., was completed in each region. Specifically, for PAMs, the 
assessment was designed to: 

a assess skills needed for effective protected area management 

b assess present skill levels 

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

d 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 re!evant training 

It identify pilot activities to test innovative training methods 

Overarching Questions 

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

The Questions 

I. 	 What are the responsibilities of a PAM; are they universally recognized? 

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

b What are 'he responsibilities recognized by PAMs'? 

c How do PAMs perceptions compare with PARCS perceptions? 

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

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

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

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

a Where are the overall constraints?
 

b What is the importance of training in overcoming constraints?
 

3. 	 Are PAMs skilled to the ihvel necessary to do the job? If net, where are the deficiencies? 

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

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

4 
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4. 	 What training has been received by current PA. hat is perceived by them as useful: how 

much and what kinds, and relevant to which job requirements? 

a 	 What existing training has been received by PAMs? 

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

Does training received cover all major requirements? 

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

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

f 	 What do training programs aim for? 

5. 	 Assessment of Field Operations Directors (FODs) 

a 	 What are the responsibilities of senior management positions'? 

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

c 	 What are FOD training priorities'? 

6. 	 What further traininL is require(" 

a 	 Where are the biggest gaps perceived by PAMs between self-evaluation and 
those required for the job'? 

b 	 Where are the biggest gaps perceived by others? 

c 	 What are the constraints to training? 

7. 	 What present programs could be enlarged/restructured to include training opportunities 
for PAIMs? 

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

9. 	 What kind of training should be recommended? 

The Process 

The PARCS project is manag d by the Biodiversity Support Program (BSP) and implemented by a 
collaborative group of three NGOs: The African Wildlife Foundation (AWF), NYZS/ The Wildlife 
Conservation Society (WCS), and World Wildlife Fund (WWF). AWF is the lead organization in 
eastern Africa, WWF heads PARCS in southern Africa, and WCS has assumed lead responsibility in 
francophone central Africa. 
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Funding for PARCS comes from the Bureau for Africa of the U.S. Agency for International 
Development (AID). Supplementary funding has been provided by WWF, with AWF, WCS and WWF 
contributing staff time to the project as well. Furthermore, each collaborating organization is drawing 
from its expertise and experience with related on-going activities in the field, to enhance the PARCS 
assessments. 

The methodology for the PARCS assessment was developed during a four-day workshop in Nairobi in 
August 1992. The workshop participants included the three NGO Regional Managers (RM), the BSP 
core-team member, and a facilitator (training specialist) from Price Waterhouse. [For full details on the 
methodologv see BSP, 1993, "Protected Area Conservation Strategy (PARCS). Tihe Methodology".] 

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

1.5 Goal of the Methodology 

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

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

b 	 It would provide a convenient tool to compare outside assessments of the skills required 

of the PAM with the PAMs' own perceptions of required skills 

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

d 	 It would lend itself well to standardized data extraction, manipulation, comparison and 
analyses across the dree 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 was designed to 
stimulate thought and discussion on the important facets of protected area management - the 
questionnaire may well influence the way some PAMs look at their jobs and their role in toanaging those 
Areas. 

1.6 Target Groups 

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

In some countries problems in protected area management may result from the placement of higher level 
staff who have little, if any, experience in such fields as management and planning. Hence, in countries 
where the PARCS RM and his/her core team representative deemed it possible and desirable, the 
assessment was broadened to include the level of management above the PAM, i.e., Field Operations 
Director (FOD) at the government's conservation authority's (CA) headquarters. 
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1.7 

It is also recognized that in many cases the job of PAM will eventually be filled by individuals 
immediately below this level (depending on organizational structures and the procedures of the 
organization). The RM and his/her core team representative therefore also sometimes included in the 
assessment individuals directly below the PAM. In Tanzania, for example, there are senior wardens, 
wardens, and assistant wardens, so assistant wardens may be included in the assessment. In countries 
such as Zaire, where there are rarely managerial positions below the PAM, lower levels were not 
included. 

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

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

b Protected Area Manager (PAM); 

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

d Field Operations Director (FOD) 

e Trainers/lecturers at wildlife institutions where PAMs receive training 

f Research Officers 

Target 	Countries 

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

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

The practical realities that dictated where assessments were conducted included, but were not limited 

to: 

a 	 government cooperation 

b 	 USAID cooperation 

c 	 civil war/unrest 

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

e 	 potential for follow-on activities 

7
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The categorization of countries was as follows: 

Eastern Africa 

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

Limited Assessments: Somalia 

Centrai Africa 

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

Limited Assessments: Burundi, Central African Republic, Gabon 

Southern Africa 

ln-Deoth Assessments: Botswana, Malawi, Zambia, Zimbabwe 

Limited Assessment: Mozambique 

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

Preliminary Groundwork 

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

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

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

c training records 

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

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

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

g number of Departmental training officers (job descriptions?) 

h training programs (annual budget, evaluations, constraints) 

Since PARCS is intended to be conducted in an adaptive way, reflecting the needs and wishes of 
government programs and interests in training, the government CAs were invited to plan how the 
PARCS project should be conducted. 



It was explained to the CAs that the preferred (PARCS) strategy for conducting the questionnaire is for 
the RMs to hold interviews and discussions with PAMs and make site visits to directly observe Protected 
Area management. The RMs would, however, taior theii approach to individual country circumstances. 
Options for conducting the questionnaire were: 

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

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

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

d to mail out the questionnaire 

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

The CA Director was then invited to decide which method was best for the PARCS assessment, and 
requested to help set up meetings and/or workshops with PAMs. The Director was also asked to 
recommend people to talk to about training opportunities. 

RMs then arranged meetings with FODs during which they were asked to complete the needs assessment 

questionnaire as an independent validation of PAMs' own responses. 

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

a Strategic planning 

b Development and compliance of policies, procedures, and standards 

c Representation of organization and public relations 

d Planning optimal deployment of well-motivated competent staff 

e Development and achievement of operational plans and budgets 

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

g Ensuring availability of hardware and software necessary to achieve organization's 

objectives, within budget 

h Managing concessions in protected areas 

The FOD was asked to: verify that these are the key aspects of the job and to comment on the list; 
indicate what kind of training is needed to accomplish these tasks, and what are the constraints to 
obtaining this training. 
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Section 2: Training Needs Assessment 

2.1 Introduction 

2.1.1 Sumnuar, of country's Protected Area System 

Rwanda is the most densely populated country in Africa, with more than 7.5 million inhabitants (1990) 
over a surface area of 26,338 km2. Despite this high population pressure, however, more than 10% of 
the national territory is covered by protected areas, (ORTPN 1991). 

Historically, the western parts of Rwanda were covered by forests, and in the eastern regions were 
expanses of savanna forests. Today, agriculture has reduzed the forest cover to 6-7%. What remains 
of the forest is now limited to high altitudes, on the Zaire-Nile Divide, between 1600 and 3000m in 
a!titude. As the only remaining area of forest cover, it is coining under increasing population pressuie 
and is being steadily degraded and diminished. Ti' survival of the estimated I million inhabitants living 
in the area around the forests depends to a large extent on these forests, and the it's conservation and 
management will ha,'! important consequences on the economic development of the region, and the 
country (Minagri, 1984). 

The decrease in forest cover in Rwanda is due largely to population growth and a resulting demand for 
agrcultural land. This growth has pushed people into increasingly maiginal a' "'s with ever decreasing 
crop output. Rwanda's population has been estimated to double by the year 2000. Whether or not it will 
be possible to protect the existing naturai forest in Rwanda will depend mainly on population control 
and agricultural intensification programs (using fertilizers, improved crops, etc)as well as an improved 
agricultural commercialization programme (Minegri, 1984). 

The mcr ii-,portant reserve of natural forest in Rwanda is the Nyungwe Forest, with great potential 
value both in ecological terms as well as for potential exploitation. The Nyungwe Forest Conservation 
Proiect (PCFN) operated by NYZz.' The Wildlife Conservation Society with funding from USAID, 
started in 1988 and has c'ccentrated mostly on community education, tourism tvelopment and 
research, applied to the na.,agement of the forest. The Nyungwe forest covers 970km2, of which 
about 40% profits from pruection as a Rdserve Naturelle Foresti.re. The rest is divided into 4 
management zones under the jurisdiction of the Direction des Forfts. 

Table I 

Protected Areas of Rwanda 

Name of area IUCN Category Area (ha) Year Notified 

Parc National de l'Akagera II 312,000 1934 

Parc Nation,! -'.s Volcans II/IX 15,000 125 

Domaine de Chasse Mutara VI 30,000 1934 

For"t Naturelle de Nyungwe VIII 97,000 1988 

Foret Naturelle de Gishwati VIII 28,000 

Fort Naturelle de Mukura 2,000 

NB. The figures for the Area differ between reports, where PNV has between 12,500 ha and 15,000 
ha, PN Akagera between 312,000 and 250,000 ha, Gishwati between 28,000 and 60,000 ha. 

ORTPN maintains a somewhat symbolic presence in the last two forests listed, with a few guards only 
(AECCG report). 

10 
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2.1.2 Protected Area organizations 

Tourism figures as the third most important sou --of foreign currency in the country, after coffee and 
tea. Tourism in Rwanda is centered principally o., its protected areas and wildlife. In 1989 the UNDP 
and the Organisation Mondiale du Tourisme wrote a "Plan Directeur pour le Dcveloppement du 
Tourisme". This document analyzes the tourism situation in Rwanda and proposes different ways of 
developing this crucial economic resource. Recently different organizations, (USAID, UNDP and WB) 
collaborated with the Minist~re du Plan to create a "Strat~gie Nationale de l'Environnement au Rwanda" 
(SNER). The SNER has as its principal fo-us the integrated management of demography, environment, 
development and natural resources. SNER resulted from the National Environmental Action Plan, which 
tried to find a solution to the acute problems of Rwanda in terms of the environment and which 
attempted to find a means for sustainable development in the country (ORTPN, 1991; IUCN, 1992). 

One of the organizations responsible for protected areas in Rwanda is the Office Rwandais du Tourisme 
et des Parcs Nationaux (ORTPN). It is direct!y under the control of the presidenicy and has complete 
administrative and financial autonomy. Its mandate is : 

-to assure the promotion of tourism and to facilitate and contribute to the development of 
tourism; 

-to ensure the protection of nature of Rwanda, and especially its fauna and flora, facilitate 
scientific research and encourage tourism, on the condition that the two latter activities are 
compatible with the protection of nature. 

In addition to the national parks and hunting reserves (0' -aines d.e chasse), ORTPN is responsible for 
7 hotels and guest-houses, as well as the fisheries of LaKe Ihema (inside the PN de l'Akagera). 

The ORTPN is administered by a Conseil d'Administration (CA) composed of 6 members, including 
one president and one vice president. Management of the ORTPN is assured by a Directeur Gfindral. 
A Commiss ' Au Gouvernement also attends the CA meetings as an observer, and two Commissaires 
aux Comptes analyze the organiztion's accounts. 

In principle the ORTPN recieves no funds from the government. It uses the receipts generated through 
the parks and hunting reserves, as well as its hotels. 
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In 1991, from a total of about 365 employees to ORTPN, 194 (53%) were based in the parcs and 
reserves (most of whom are involved in protection), 58 (16%) are working in the central administration 
in Kigali, and the rest, 31% are working in the different hotels and the fisheries of lac Ihema 
(ORTPN 1991). 

Parc National de l'Akagera-Domaine de Chasse 84 people 
Parc National des Volcans 83 
R6serve de Fort Naturelle de Nyungwe 27 

Forestry falls under the jurisdiction of the Direction G6n6rale des For.ts (DGF), of the Minist&e de 
l'Agriculture, de l'Elevage et des For.ts (MINAGRI).Since its creation in 1984, the DGF has received 
support from the Canadian Cooperation and its "Projet d'appui insitutionnel et Formation foresti~re". 
Its principal objective is to contribute to the improvement of the DGF's capacity to manage its forestry 
activities. The Swiss government is also contributing logistically and financially to the DGF. 

There are two directions in the DGF: The Direction des for~ts et des produits forestiers (Department 
of forests and forest products), with three divisions: 1) gestion et am6nagement forestier (forestry 
management and development), 2) inventaire forestier (inventories), and 3) produits forestiers (forestry 
products); the Direction du Sicretariat du Fonds forestier national (Department of the national forestry 
fund) with two divisions: 1) projects and 2) finance and accounting. Other organizations, both statal 
and parastatal, are also involved in the forested sector. These include: 1) Fisheries, under the Direction 
G~ntrale de la Production Animale (Department of Animal Produce) of MINAGRI, 2) Soil conservation, 
under which also falls agroforestry, under the jurisdiction cf the Direction Gtn6rale du Genie Rurale 
et de la conservation des sols of the MINAGRI (Civil Enigeering and Soil Conservation), 3) 
management of national parks and hunting, under ORTPN, 4) training of the forestry cadre in the 
MINEPRISEC (Ministry of Primary and Secondary Schools) and MINESUPRES (Ministry of Tertiary 
Education), 5) environment in the MINETO and finally, 6) ISAR is involved in f'orestry research 
(Nihirit, 1992). 

The Ministry of Environment and Tourism (MINETO) was created only in 1992 and originated as a 
project on environmental planning. This project is now the Department of Environment and is the 
nucleus of the new Ministry. 

Organigram: MINETO (July '92) 
Ninistre 

ORTPN I Cabinet/Secr. Gdn. 

Dir. Gdn~ral 

Div. Admin & Financiere 

Div. Recherches, 
Appui Jur.& Doc. 

Div. Inspection 
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t I 1 4 -
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Information 
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Environnemental 

Milieu & 
Conservation 
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Touristique 

Each division and service has a description of the jobs and goals of the division, and this also serves 
as a job description, to some extent. 
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2.1.3 National conservation strategy & conservation objectives 

Legal Background (IUCN, 1992, and ORTPN, 1991): 
Protected Areas: 

The DOcret-loi du 26 Avril 1974 describes a National Park as an area reserved for the propagation,
 
protection, conservation and development of the vegetation and the wild animal populations, as well as
 
the protection of sites, landscapes or geological formations of scientific or aesthetic value.
 

A Domaine de Chasse is an area reserved tor conservation, management and protection of wild animals,
 
as well as the protection and development of the habitat.
 

Partial Reserves or Sanctuaires are created, by a ministerial arr~tt for the protection of animal or plant
 
species that are particularly threatened and the habitats essential for their survival.
 

Hunting:
 
The same law fixes the regulations applicable to hunting. There are various kinds of permits, related
 
to the types of animal the hunter is authorized to shoot. Under normal (non war) conditions, hunting
 
is permitted from November to March. The number of quotas is determined following previously held
 
censuses.
 

Protected Species:
 
The same law is accompanied by three annexes listing the three different categories of animal: the first
 
lists animals which are totally protected except for with a scientific or an administrative hunting permit,
 
and is usually accompanied by taxes. The second list figures those animals under partial protection and
 
on whom hunting is authorized only with a hunting permit. The third list figures those animals classified
 
as pests.
 

There is no clearly defined Forestry Policy in the Direction Gnfrale des For.ts. Three main lines of
 
orientation have been identified, however, upon which an action plan could be based. These include:
 

1) establishment and conservation in the long term of the ecologically balanced natural forests,
 
2) increasing forestry production,
 
3) improvement and increasing the value of forestry production.
 

The main actions proposed are: 

1) supporting the conservation and management of the natural forest reserves,
 
2) extending reforestation activities,
 
3) developing the integrated utilization of ligneous plants in the agricultural economy,
 
4) development of a coherent forestry economy,
 
5) developing the economical use of ligneous biomass as an energy source,
 
6) development of applied research and training of the forestry sector (Mhirit, 1992).
 

In 1988 the Conseil National de Ddveloppement adopted the Law 47/1988, which has as its main 
principal the obligation to maintain and develop the forest cover of the country and the 
institutionalization of the fore.try sector. 

The Ministry of Agriculture (MINAGRI) has started development of a forest management policy. For 
this to be possible, a study was carried out to: 

-make a diagnosis of the situation and examine the possible interventions (actions) which would 
enable the adoption of a clear policy for the management of these forests. 
-collect the data in order zo prepare operational plans for projects based on the identification of 
zones and forms of interventions (MINAGRI,1984). 
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2.1.4 Existihg traimng programs 

2.1.4.1 Forestry Training 

The entire educational system in Rwanda was changed in 1977. It now is composed of three stages: 1. 
primary and post-primary, 2. secondary, and 3. tertiary education. Post-primary education is for those 
students who did not pass on to secondary school. Secondary school can be general or 
professional/technical training. Both must prepare students for professional training and tertiary 
education. There are two secondary schools for agriculture that train forestry technicians, Nyamishaba 
and Kibisabo. The higher level cadre is trained abroad, especially in Belgium, Canada and East Africa. 
The following table presents the number of Rwandan fo-estry personnel having been trained in 1991: 

Table 2 
Rwanda Forestry Training 

Training Institutions Numbers of People Total
 

Ao Al
 

1. Makorert Univ. (Uganda) 	 4 - 4 

2. Laval Uni'. (Canada) 	 2 10 12 

3. Univ. of Idaho (USA) 	 I ­

4. Univ. of Banghor (India) 	 3 3 6 

5. lI..C. (Netherlands) 	 1 2 3 

6. 	 Morogoro Univ. (Tanzania) 3 24 27 

7. Eldoret Univ. (Kenya) _ 	 4 4 

8. University in USSR 	 2 - 2 

9. 	 Institut de Bouak6 6 6
 
(Ivory Coast)
 

10. Zinguirichot School I I
 
(Senegal)
 

Total 	 16 50 66 

A( is the le.,el of Engineer, and A2 is the level of superior technician. 

Forestry technicians (A2) are trained at secondary schools: the Ecole Agricole et Foresti6re de 
Nyamishaba and the Ecole vito-forestire at Kibisabo. The courses taken include general information, 
earth science, forestry techniques, socio-economic and administrative courses, and some field 
excursions. At a lower level there are also Centres d'Enscignement Rural et Artisanal Intigr6 (ERAI) 
(Rural and Integrated Artisans Training Centres), who give professional training to rural people. 

There is no in-service, continuing education in the forestry sector, in terms of repeated training, 
seminars, workshops, etc. Once having received their specialized training, personnel do not receive any 
more training. For this reason the Centre de Perfectionnement Agricole (CPAX, Agricultural Training 
Training Centre) was set up by the MINAGRI in 1990 at the Ecole Agri-Vtdrinaire de Kabutare 
(EAVK) at Butare, with help from the French Cooperation. The first phase of this support was to set 
up the infrastructure and materials for training, and starting up training in 1991-92. This Centre is under 
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the tutelle of MINAGRI and MINEPRISEC. The first training courses, each lasting one week, included 
(Mhirit, 1992): 

I. Soil and Civil Engineering 
2. Plant Production 
3. Animal Produce 
4. Animal Health 
5. Public Relations 

At present, the CPA is suffering from ashortage of staff, and only A2 level agricultural technicians are 
receiving training. 

The problem with the schooling system in Rwanda is that although 60% of children go to primary 
school, only 7-10% can go on to secondary school due to lack of infrastructure and positions. As a 
consequence, there is a serious lack of motivation. 

A number of actions have been proposed within the government to improve the training capacities of 
the forestry sector. These include: 

I. Technical and logistical support to the DGF 
2. Institutional support (Training institutions) 
3. Repeated in-service training of technicians 
4. Creation of a Forestry Course at the Faculty of Agronomy at University of Rwanda 

Training of the protected area manigers, or Directeurs des UGZ, has all h!ei at foreign universities, 
because they all have engineer level degrees (AO/AI). They all have a License (Bachelors degree) in 
Forestry. 

Training records are kept of all staff, and pre-service requirements are set. But the.re is no training 
programme once personnel are recruited. 

2.1.4.2 ORTPN Training 

In the ORTPN (MINETO), training records are kept, but this is largely prL;-recruitment training, or 
training they receive once in their career. Repeated training, refresher courses, workshops, seminars 
etc are not planned and although records are kept, they tend to occur on an ad hoc basis and selection 
of participants is v:ot necessarily based on who would be best suited for training. 

2.1.5 In-country PAM profile 

PAMs of both MINETO (ORTPN) and MINAGRI (Dir UGZ) tended to have relatively high levels of 
schooling (compared to other countries in Central Africa). They all have at least a secondary school 
education, and in the MINAGRI, most have tertiary education. Most PAMs in National Parks have been 
to the Ecole des Sp6cialistes de la Faune in Garoua, Cameroun. Their overall capabilities, however, are 
often very theoretical and the training is not readily applied in practice. 

2.2 Methods 

Results from the analyses of questionnaire data were expected to provide the backbone of the training 
needs assessment. The following methods were developed to extract the information from the 
qL "stionnaire. 
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2.2.1 Analysis by Validation and Gap Analysis 

The questionnaire was analyzed on two levels. On the first level, respondents commented on tile 
accuracy of the questionnaire as a job description for a protected area manager based in the field. This 
was the Validation Analysis. On the second level, the level of skill in a number of different 
skills/competencies was judged for PAMs, by different categories of respondents. The level of skill was 
then compared to the level of skill considered necessary for the job. The size of the "gap" between 
required skill level and actual skill level was the trainii-g need. This gap analysis indicated which 
skills/competencies had the greatest priority training needs. The following discussion of methodology 
describes the different ways in which the analyses were conducted. 

ValidationAnalysis fbr Knowledg., relhiivt" to PARCS score 

The validation analysis refers to the analysis of the level to which respondents felt thL questionnaire 
accurately described the job of a PAM. In this analysis comparison is made between the level of 
knowledge respondents considered necessary to satisfactorily do their job and tile level PARCS 
considered necessary. The level PARCS considered necessary was established by the three regional 
managers. based on their experience in anumber of African countries, and their collaboration with both 
African and expatriate colleagues. Any variance between the two levels would indicated adifference in 
how the job was perceived. For this reason, the smaller the difference in scores (i.e. scores of 0.-1 or 
+ I), the greater the similarity in the perception of the job. Positive scores indicate that the respondents 
consider the necessary level to be lower than that set by PARCS, as the level they consider necessary 
issubtracted from the PARCS level, and negative scores indicate that respondents consider the necessary 
level to be higher than that set by PARCS. A score of zero indicates total agreement. 

This analysis is necessary to determine whether or not the level set by PARCS is considered accurate 
and whether it can be used as the standard of comparison for the analysis of training needs, or whether 
another standard of Limparison needs to be found. The following piece by piece discussion of the 
results will show that in general, with a few exceptions, the level set by PARCS is considered accurate 
(see also 2.3.4.c). As aconsequence, the PARCS level was used for analysis of training .leeds (gap­
analysis 2.3.5). 

The responses could included four skill levels, as described in detail in the methodology. The highest 
skill level possible was "in-depth knowledge", followed by "working knowledge", "some knowledge" 
and lastly by "no knowledge". 

Comparisonof PAM and Assistant PAM Validation Analysis of Knowledge Scores iith Target Validators 
(average scores) 

This analysis compares all the average validation scores for each category of respondent (position). The 
comparison will show whether or not the different categories of respondents agreed with PARCS, in 
general, with respect to the levels of skill required to fulfill the position of PAM successfully. The 
average country/organization score is an average score of all the PAMs and Assistant PAMs combined, 
and represents the general !/el considered necessary by PAMs and Assistant PAMs. The greater the 
difference in scores, the greater the difference of perception in the required skill level. 

Overall, the level set by PARCS can be considered the lowest acceptable level, as all validators 
considered slightly higher levels of knowledge necessary. Oierall agreement was high, however, as 
variation from the PARCS level was slight. 

Gap Analysis of Training Needs for Knowledge Relative to PARCS/Respondent's Validation Score 

In this analysis, the skill level required in each competency set by PARCS will be used as the standard 
of comparison. The level considered by each respondent to best reflect their actual skill level is 
compared to the level considere-d necessary by PARCS, to measure the gap and possible training need. 
Only when the difference result. in a positive score (meaning that PARCS set the level higher than the 
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respondent) is the score considered in the analysis below. Negative scores mean that respondents have 
a higher level than consid _d necessary and a score of 0 means that the actual level reflects the level 
required. As respondents tended to agree with PARCS as to the level of skill required, there isn't much 
variation between measuring the gap using the PARCS standard and using the respondents own set 
standard. What variation did occur between the two standard , however, tended to indicate higher levels 
of skill considered niecessary by PAMs than considered necessary by PARCS. The gaps identified when 
compared to respondents' own validation score, therefore, tended to be somewhat greater than when 
compared to PARCS. 

Comparison of .'verage PAM and Assistant PAM Gap Antalysis of Knowledge Scores with reference to 
PARCS score with Target Validators 

'The scores in the gap analysis (indicating the difference between the level of knowledge considered 
necessary by PARCS and the actual level of PAMs and Assistant PAMs) are calculated for all categories 
of respondents, and presented in a table. Categories of respondents other than PAMs still evaluated the 
level of skill attained by an "average" PAM. This enables comparison of the training needs for PAMs 
identified by each category, using the same standard of comparison. The greater the score, the larger 
the gap in knowledge. Only positive scores are considered in this analysis, as a negative score would 
indicated overtraining which is not of interest in this exercise. 

Validation Analysis of Social and Mental Skills 

The extent of agreement with the mental and social skills considered necessary for PAMs to do their 
job by PARCS is measured, to derive an overall percentage of agreement. Where respondents agreed 
with PARCS, the response was "yes". The amount of agreement for each skill is presented in a 
histogram and is considered the validation for the questionnaire. Where the answer is "no", respondents 
felt the skill was not relevant to the job of a PAM. Even a low skill level in such a question would not 
indicate a training need from their perspective, because the skill is not considered necessary. 

.*lnalvsis of Current Mental and Social Skill Levels 

A cumulative total of responses indicating low skills levels is calculated, and presented in a table for 
all competencies and main divisions of the job. Scores of I or 2 indicate low skills, where Irepresents 
no skill, and 2 represents poor skil!. This allows the competency and the main division of the job in 
which low skills are frequently identified to be isolated as areas in which training is needed. 

Analysis of Attitudes 

The analysis of attitudes is linked to respondents years of service, in order to determine whether this 
has a bearing on the way in which they would instil work ethics, commitment to conservation and 
community attitudes. The responses to the three questions are demonstrated in a stacked histogram 
showing their years of service. The different responses given by PAMs are numbered, and the frequency 
in which each response is identified is shown in the histogram. 

Training Received 

The training which respondents have received is analyzed using histograms and tables, in order to show 
in which competencies they feel training has contributed to their skill levels, and which forms of training 
(formal wildlife, formal other, in-service and on-the-job) have contributed most to their current levels 
of knowledge, mental and social skills. Only training which Lhey recognize as having contributed is 
listed. 
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Training Priorities 

Tile three listed training priorities are fitted to the competencies and main di,. isions of the job to show 
in which part of the matrix the priorities fall. They are then linked with the training needs as 
demonstrated by the gap analysis, and the analysis of low skill levels in mental and social skills. This 
allows for comparison between the areas in the matrix in which the questionnaire has shown the greatest 
training needs to lie and the areas in which respondents feel their greatest training needs to occur. 

2.2.2 Country-specific methods 

There was a major difficulty encountered in Rwanda with respect to contacting field-based personnel, 
and that was the war which has been affecting the country since October 1990. During the time of the 
RM's visit to Rwanda, certain areas in the country were not considered safe for travelling and a number 
of expatriates based in the field were being recalled to Kigali for safety reasons. As a consequence, the 
RM did not visit the parks and reserves, but spoke to those I-AMs that were in Kigali, and sent 
questionnaires to others in the field. One of the questionnaires that was sent out was explained to the 
PAM by Field Associates that were working with him in the field. Unfortunately, a number of 
questionnaires that were sent directly to PAMs were not returned. 

In addition to sending out questionnaires, two of the PAMs that were in Kigali for a short visit were 
also contacted. In their case, the questionnaire was explained by the RM and filled out in the PAMs own 
time. 

People contacted 
-Mr. Kurt Fuller, USAID 
-Dr. Dieter Steklis, Director Research Station Karisoke 
-Dr. Jose Kalpers, IGCP 
-Mr. HabyambereT. Directeur GOn~ral des For~ts 
-Mr. Twagirashyaka,Felin Directeur UGZ-I Nyungwe 
-Mr. Glenn Smucker, DAI-Natural Resource Management Project MINETO 
-Mr. Uwilingiyimana, Juvenal Directeur ORTPN 
-Mr. Bunane, Chef de Service ORTPN 
-Mr. Namacumu, Chef de Section Parcs Nationaux 
-Mr. Robert Winterbottom (DAI) Technical Advisor to MINETO 
-Mr. Gashigayija Valence, Direction de Tourisme 
-Mr. Harelimana Valence, Protection du Milieu Naturelle et Conservation des Resources 

Naturelles 
-Mr. Nduwamungu,Jean DGF-Service des Savannes de I'Est 
-Mr. Dusenge,Evariste DGF-Service Forfts Naturelles 
-Dr. W. Webber, WCS 
-Mr. Samyn, Conseiller Technique au DGF 
-Dr. L. Williamson, WCS Nyungwe 
-Mr. Shaban, WCS Nyungwe counterpart, Ex-PAM Nyungwe 
-Dr. Craig Scholley, Ex-Director Karisoke 
-Mr. C6lestin Ayimama, UNDP/FAO Etude de Formation Foresti~re de PAFT, MINAGRI 
-Mr. Joseph Muhigande, Direction du Tourisme 
-Dr. Cheryl Fimbel, PCFN, NYZS/ The Wildlife Conservation Society 
-Dr. Robert Fimbel, PCFN, NYZS/ The Wildlife Conservation Society 
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Table 3 
IUCN Categories present/surveyed 

IUCN Cegory Present Surveyed 

1. Strict Nature Reserve 0 0 

2. National Park 2 1 

3. Natural Monument 0 0 

4. Managed Nature Reserve 0 0 

5. Protected Landscape 0 0 

6. Resource Reserve 1 0 

7. Natural Biotic Area 0 0 

8 Managed Resource Area 3 1 

9. Biosphere Reserve* 1 0 

Total 6 2
 

Same as the National Park
 

2.2.3 FODs comments on training needs 

Interviews were held with the following people at the departmental headquarters, for their comments 

on training, and the constraints to PAMs working in the field. 

Gashigavija Valence & tlarelimana Valence, MINETO 

The greatest training needs are at a higher level than PAMs, although PAMs also require training. 
People at the administrative level have received little training. There are only basic courses given at the 
University, and there is no course covering the management of natural resources. There has been 
interest shown in incorporating such a course at University of Butare, however. 

The three main priorities for training include: 
-planning 
-public relatioas/communication 
-practical knowledge of technical skills and their application 

The most effective forms of training would includc: 
a. regional repeated in-service training workshops 
b. participatory rural appraisal and rapid rural appraisal workshops 
c. training trainers for institutions 

Evarist, Dusenge, Direction Gdndral des For~ts 

Most PAMs, or Directeurs des Unitds de Gestion, have attended foreign unive: ities, and they all have 
the level of an ingAnieure (AO/A I). They all have a minimum of a b-chelors degree in Forestry. 

Although training records are kept of all the staff, and there are established requirements for 
recruitment, there is no training programme for personnel cnce they have been recruited. 
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Samyn, Technical Advisor to Direction G6nrale des For6ts (working wit!h t!e FOD) 

There is absolutely no coordination between the various donor organizations involved in the forestry and 
conservation sectors. All training done by these various organizations is completely isolated from what 
others are doing. This is a major set back and problem in Rwanda where there is considerable donor 
activity. Unless they work together in a coordinated fashion, with the different Ministries, it will be 
difficult to formulate a proper training programme. 

The Cooperation Swisse is reevaluating the Ecole at Nyamishaba to develop a more appropriate training 
programme there. This is a school for A2 forestry technicians. At this point they are only "half­
technicians", or "demi-intellectuels" with weaknesses in certain skills. Nyamishaba has far too many 
students being trained. There is a great need for AO IngOnieurs. Many of the students receive training 
abroad, but the dipiomas they receive are not all of the same standard or comparable (in some, the 
diploma takes only one or two years, in others the same diploma requires 4 years of study). So although 
they are considered to be specialized, they are not equivalent to the Ao level. Even with a very good 
training, they lack skills in management, administration and planning. 

Joseph Muhigande, Direction dii Tourisme, MINETO 

There is a need for short term training courses given by expatriate specialists to set the standard and 
start Rwanda on in-situ training as refresher courses. One of the state hotels (ORTPN) could easily be 
converted into a training school:"Centre de perfectionnement environnementale et 
touristique". The almost unused CPA could also be used. 

2.2.4 Analysis of the Questionnaire 

For the ana!ysis of all the data generated by the questionnaire, a series of data sheets were devised, in 
which all the data could be sorted and stored, and to facilitate entry into the computer programme for 
the actual analysis. The following seven data sheets were created: 

Data sheet A allows the additional accountabilities and responsibilities to the job of a 
PAM that were identified to be compiled. 

Data sheet B focuses on knowledge skills and records both the score which respondents 
considered to reflect the skill level required to do the job of a PAM, and the score 
which respondents considered to reflect the actual skill level of PAMs. From the data 
sheet, the differences between the respondents scored necessary level and the PARCS 
score was calculated, and the difference between the necessary level (PARCS and own) 
and their current skill level was calculated. 

-

-

Data sheet C focuses on mental and social skills and records whether respondents agreed 
with the statements made by PARCS, and what their skill level is with respect to these 
tasks. 
Data sheet D lists the responses to the three attitudes questions. 

- Data sheet E records whether respondents spoke the language of the neighboring 
communities, and whether they were able to use computers, and if yes, to what 
purpose. 

- Data sheet F lists the three training priorities identified by respondents and ties them in 
with the 16 competencies and I I main divisions of the job in the questionnaire. It also 
identifies the form which these training priorities should take, as either formal, in­
service, on-the-job and other. 

- Data sheet G summarizes training already received as described in the bottom row of 
the questionnaire and uses the competencies 2-17 as in the questionnaire. 
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Two workshops were held with the regional managers, data entry and computer analysts attending. The 
first, held in August 1992 was to develop the overarching questions which were to be answered by the 
questionnaire, and to determine how those questions could best be answered using the data generated 
by the questionnaire. The second workshop developed the programs required to answer each question 
and devised the specific questions with which the computer analysts were to run the programme. 

SPSS (Statistical package for the Social Sciences, PC Version 4) was used to do the analysis on most 
of the questions, and Word Perfect and Harvard Graphics were used to do the tables and graphics.The 
computer analyst, Vitalis Mbanda Wafula spent 1000 hours on PARCS, and his colleague David Sumba 
spent over 500 hours on data entry and on analysis as well as the presentation and graphics of the 
results. 

2.2.5 Gender 

A question on gender was included in the questionnaire in order to determine whether there was a link 
between a respondent's gender and the responses given. Unfortunately this question was not included 
in the first questionnaires used, but added at a later date. Where female respondents filled in the 
questionnaire, any variations in the responses were considered from this point of view. In none of the 
countries assessed were large enough sample sizes 6, women assessed, to allow any link to be made. 

2.3 Results 

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

2.3.1 Data Collection Table 

From the table it can be seen that only 2 PAMs were able to complete the questionnaire for the 
assessment. This is due partly to a travel ban due to political unrest, and partly due to lack of time. A 
relatively large number of FODs were available in Kigali to respond for the "average" PAM. A Field 
Associate also completed the questionnaire, enabling further validation of the responses. 

2.3.2 Background information sheets 

,ne were recorded for Rwanda. 

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

Only the question of how maity years PAMs had worked in the service was asked. The question of how 
many years they had worked as a PAM was only added to the questionnaire once all the Rwandan 
PAMs had been surveyed. 

Of the two PAMs surveyed, one was in the category 1-5 years and one in the category 6-10 years. 
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2.3.4 Validation Analysis for Knowledge 

In 2eneral, respondents agreed with PARCS with respect to the level of knowledge considered 
necessary to do the *o1 of a PAM. 

2.3.4.a 	 Additions and Deletions to Accountabilities and Responsibilities 

There were none. 

2.3.4.b 	 Validation Analysis of Knowledge of PAMs and Assistant PAMs relative to PARCS' 
Validations 

This analysis compares the level respondents considered necessary to satisfactorily do their job with the 
level PARCS considered necessary. Any variance between the two levels would indicated a difference 
in how the job was perceived. For this reason, the smaller the difference in scores (i.e. scores of 0,-I 
or + I), the greater the similarity in the perception of the job. Positive scores indicate that the 
respondents consider the necessary level to be lower than that set by PARCS, and negative scores 
indicate that respondents consider the necessary level to be higher than that set by PARCS. 
A score of zero indicates total agreement. 

This analysis is necessary to determine whether or not the level set by PARCS is considerLd accurate 
and whether it can be used as the standard of comparison for the analysis of training needs, or whether 
another standard of comparison needs to be found. The following piece by piece discussion of the 
results indicates that in general, with a few exceptions, the level set by PARCS is considered accurate 
(see also 2.3.4.c). As a consequence, the PARCS level was used for analysis of training needs (gap­
analysis 2.3.5). 

Where there is disagreement, it is generally a higher level of knowledge that is considered necessary. 
The overall level of agreement was high, but unfortunately this is deceptive. When PARCS didn't set 
the level at "in-depth knowledge", it was frequently "working knowledge". There is only one level 
higher possible from "working knowledge", namely "in-depth knowledge". It would have been 
impossible for PAMs to respond unanimously for a higher level required and be considered significant 
by this analysis because a difference of -1is not considcred significant. The cut-off point taken was a 
difference of -2 or -3 (see 2.3.4.c). In otherwords, there was little option other than overall agreement, 
if responses varied in favour of higher levels of knowledge. 

i. Technical Knowledge: 

There was no variance greater than I or -1 from the level set by PARCS, except for question 9, where 
the respondents felt that in-depth knowledge was necessary of the cultural and historical context for the 
location of the protected area. Almost all of the variance brought the level required to in-depth 
knowledge. 

ii. Management Knowledge: 

In this case total agreement was rare, although rarely was variance greater than I or -1. One PAM felt 
that "some" knowledge would suffice for personnel management questions, and lenowledge of stock 
control and procurement. The other PAM felt that in-depth knowledge was required throughout. 

Interestingly, one PAM felt that "some" knowledge would suffice for protected area vs people conflict 
management. In a country where there is so much population pressure on protected areas, this does no. 
seem to be a very enlightened consideration! 

iii. Planning Knowledge: 

Some knowledge was considered enough by one of the PAMs for planning with respect to staffing and 
infrastructure, but in-depth knowledge was considered necessary for all other aspects of planning. 
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iv. Legal Knowledge: 

Again, the same PAM considered some kn vledge to suffice for legal matters with respect to staffing 
and infrastructure, as well as legal matters pertaining to community development (Hence the low score 
in 2.3.4.c). 

**It is always the same PAM that felt that the skill levels necessary for a PAM in matters pertaining 
to staffing, infrastructure and community development did not need to be higher than "some", or, in 
other words, a general awareness of the subject and its general applicability, but not sufficient to even 
complete routine tasks. This does seem surprising for a PAM in Rwanda*** 

v. Policies & Procedures Knowledge: 

The same PAM also felt that less than working knowledge was needed both for accounting policy and, 
in the next section, accounting and principles of internal control. This again seems surprising in a 
country where tourism generates quite a considerable wealth to the country and it seems logical that 
proper accounting and the policies thereof are given high priority. 

In policy matters pertaining to community cons,,vation this PAM felt that working, as opposed to in­
depth knowledge would be sufficient. 

vi. Financial Knowledge: 

Financial and accounting knowledge was given somewhat less priority by the same PAM with respect 
to visitor receipts and financial disbursements to local communities (some knowledge was considered 
adequate).For most other qucstions, however, in-depth knowledge was considered necessary. 

2.3.4.c 	 Measure of Agreement for PARCS Validation Score 

Overall agreement was high, with an average of 91% agreement (scores of -1,0,1). Where there was 
disagreement, it often favoured a higher level of knowledge necessary than given by PARCS, but as 
mentioned above, one PAM felt that knowledge in matters pertaining to personnel, infrastructure, 
accounting and community relations did not always need to be higher than "some". These responses 
were surprising, especially with respect to community relations and accounting. The other PAM felt that 
in-depth knowledge would be ideal for most questions. Although this might be the ideal, it would not 
be realistic to expect a PAM to have in-depth knowledge for all the questions arising in the 
questionnaire. 

This measure of agreement is based on variation not exceeding a score of 1 or -1. As mentioned above, 
this does tend to favour agreement, because if the PARCS level is set at "working knowledge", there 
can be no disagreement exceeding I or -1 unless respondents consider the skill as unnecessary, which 
is rarely the case. Only those skills were included in the questionnaire that are usually part of, or 
potentially part of a PAM's responsibility. 

2.3.4.d 	 Comparison of PAM Validation Analysis of Knowledge Scores with Target Validators 
(average scores) 

This table presents all the average validation scores for each category of respondent (position). This 
shows whether or not the different categories of respondents agreed with PARCS, in general, with 
respect to the levels of skill required to fulfill the position of PAM successfully. The greater the 
difference in scores, the greater the difference of perception in the required skill level. 

The levels considered necessary for a PAM set by the Field associate very closely resembled those set 
by PARCS, giving a good validation for the PARCS standard. The levels set by the FODs were also 
quite close to the PARCS levels, although they tended to be somewhat higher. Only in a few instances 
was a slightly lower level considered adequate. The greatest difference in the level considered necessary 
was between the PARCS level and the level set by PAMs, and as mentioned previously, this difference 
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was not considered significant by this analysis. Overall, the level set by I'ARCS can le considered the 
lowest acceptable level, as most validators considered slightly higher levels of knowLt.ge necessary. 
Overall agreement was high and variation from the PARCS level was slight. 

2.3.5 Gap Analysis of Training Needs for Knowledge 

The skills in which PAMs felt their trainLg needs were the greatest are Policies and Procedures, 
followed by Legal skills. Relative to the levels they consider necessary (as opposed to what PARCS 
considers necessary), Financial & Accountine skills as well as Technical skills are also highly ranked. 
The smallest training needs are in Management and Planning. According to the Field Associate, the 
priority training needs include Financial knowledge, Policies, Technical and Planning knowiedge. 
According to the FOD they include Legal, Policies, Financial and Technical knowledge. The agreement 
between all 3 categories of respondent lies in their identification of Policies & Procedures as requiring 
a reltivelv large amount of training. For both FODs and FAs, M.",agenient requires relatively little 
training. 

2.3.5.a/b Gap Analysis Relative to PARCS/Respondent s Validation Score 

In this analysis, the skill level required in each competency set by PARCS will be used as the standard 
of comparison. The level considered by each respondent to best reflect their actual skill level is 
compared to the Icvel considered necessary by PARCS, to measure the gap and p:ssible training need. 
Only when the difference results in a positive score (meaning that PARCS set the level higher than the 
respondent) is the score considered in the analysis below. Negative scores mean that respondents nave 
a higher level than considered necessary and a score of 0 means that the actual level reflects the level 
required. As respondents tended to agree with PARCS as to the level of skill required, there isn't much 
variation between measuring the gap using the PAPCS standard and using the respondents own set 
standard. What variation did occur between the two standards, however, tended to indicate higher levels 
of skill considered necessary by PAMs than considered necessary by PARCS. The gaps identified when 
compared to respondents' own validation score, therefore, tended to be somewhat greater than when 
compared to PARCS. 
The validity of this analysis must be questioned due to the very small number of PAM responses, and 
it can really only be used as an illustration of limited value. 

i.Technical Knowledge: 

The results that appear the most interesting are the questions in which no gap was identified. These were 
in Main Divisions H and K (predominantly), which deal with relationships with neighboring 
communities and ensuring an appropriate balance between resource conservation and use, respectively. 
In other words, the two PAMs felt that their skills in these two areas were at least adeque, if not more 
than adequate. This is something which could profit from field testing, as it does not seem to be likely 
that they would have adequate skills in these areas given their training history and the problems in 
Rwanda due to heavy population pressure on protected areas. Both PAMs have had a lot of contact with 
development and conservation projects, however, in which it is possible that they have profited from 
informal training in these areas. It seems unlikely, however, that they would have "in depth" or even 
"working" knowledge, and it is possible that their perception of what is involved in these subjects is 
unclear. 

Never was a gap of more than I identified and in only 3 of the 17 questions did both PAMs idertify 
a training need. In other words, although PAMs receive the same formal training in Rwanda as in other 
countries in Central Africa, they feel much more confident that this training is sufficient and adequate 
with respect to the technical skills involved in their job. This is somewhat surprising. Relative to their 
own score, which in technical knowledge was often higher than PARCS, respondents felt the gap to be 
much higher. In this case, there was only one question in which no gap was identified, and 7 questions 
in which both respondents identified a gap (41%). There was also one question, dealing with research 
activities, in which a gap of 2 was identified. 
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ii. Management Knowledge 

In only 4 of the questions was a gap identified, and in only one question did both respondents identify 
a gap (10%). This was in the question pertaining to protected area vs people conflict management. This 
question did not identify such a large gap when the respondent's own standard was used because, as 
mentioned previously, one PAM did not consider this important and requiring of more than "some" 
knowledge. When their own standard of comparison was used, never did both PAMs identify a gap, and 
only twice was a gap of more than one identified, namely in the questions dealing with management of 
stocks, and project (job) management. There did not appe: , therefore, to be much need for additional 
training in management in general, according to the PAMs. 

iii. Planning Knowledge 

Relative to the PARCS score there was never a gap identified by both PAMs, and a gap was only 
identified in 58% of the questiois. Only in two questions was a gap of more than I identified, but only 
by one PAM anl no gap was then identified by the other PAM. 

Relative to the respondent"s own score, a gap of 2 was identified in three questions, and in two 
questions did both PAMs identify a gap. These questions referred to financial and accounting integrity 
(C) and development and achievement of tactical plans and budgets (D). Relative to their own score, 
at least one PAM identified a gap in 10 of the 12 questions (83%). 

iv.Legal Knowledge 

In 33% of the questions a gap was identified by both respondents, when their skill level was compared 
to the level considered necessary by PARCS. When compared to their own score, 44% of questions 
identified a gap for both respondents. They did not consider their knowledge to be insufficient with 
respect to laws concerning neighboring communities (No.45). 

v. Policies and Procedures 

The greatest frequency of gaps of more than one appeared in this category, both when compared to the 
PARCS and their own score. 40% of questions had both PAMs identifying a training need when 
compared to both scores. These were in questions pertaining to infrastructure, visitor satisfaction, 
community relations and protected area representation during public meetings. 40% of questions had 
a gap of more than I identified when compared to the PARCS score, and 30% when compared to their 
own score. 

vi. Financial Knowledge 

Relative to PARCS only very rarely was any gap in knowledge identified. Twice did one PAM identify 
a gap of 1. Relative to their own score a gap was identified much more frequently. 67% of questions 
had a gap identified, and al!of 'hose identified a gap of 2 by at least one PAM. 50% of questions had 
both PAMs identifying a gap. This shows that in general, they felt that the skill level considered by 
PARCS was low, but that they usually had that skill level. They felt, however, that a higher level was 
necessary, and that they needed additional training to attain that level. 

The following table demonstrates that the skills in which respondents felt their training needs were the 
greatest are Policies and Procedures, followed by Legal skills. Relative to the levels they consider 
necessary (as opposed to what PARCS considers necessary), Financial & Accounting skills as well as 
Technical skills are also highly ranked. The smallest training needs are in Management and Planning. 
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Table 4 
Percentage of questions in which at least 60% (both) of respondents identified a training need, using the 
PARCS standard of comparison and their own standard of comparison 

Skill 	 Percentage (PARCS) Percentage (Own) 

Technical knowledge 	 18 41 

Management knowledge 	 10 0 

Planning knowledge 	 0 17 

Legal knowledge 	 33 44 

Policies & Procedures knowledge 40 	 40 

Financial & Accounting knowledge 0 	 50 

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

This table presents a gap analysis of all categories of respondents (positions) with respect to the PARCS 
score (which is considered to accurately reflect the job of a PAM, see section 2.3.4.d). This will enable 
comparison of the training needs for PAMs identified by each category, using the same standard of 
comparison. The greater the score, the larger the gap. Only positive scores are considered in this table, 
as a negative score would indicate overtraining, which is not of interest in this exercise. 

The table demonstrates that both FODs and Field Associates consider the gaps in knowledge of PAMs 
to be greater than the PAMs themselves. 

There is considerable difference between the FODs and the Field Associate in their identification of the 
competency in which the greatest training needs occur. According to the Field Associate, these include 
Financial knowledge, Policies, Technical and Planning knowledge. According to the FOD these include 
Legal, Policies and Financial and Technical knowledge. The agreement between all 3 categories lies in 
their identification of Policies & Procedures as requiring a relatively large amount of training. For both 
FODs and FAs, Management requires relatively little training. 

Table 5 

Percentage of Questions in which an average gap of more than I was identified for each competency 

Competency ] PAM.] FOD FieldAssociate 

Technical knowledge 0 15 50 

Management knowledge 10 10 20 

Planning knowledge 0 0 50 

Legal knowledge 0 33 33 

Policies & Procedures knowledge 20 20 60 

Financial & Accounting knowledge 0 17 67 

The importance of Policies and Procedures and the fact that it ranks high as a training need is a finding 
that is consistent throughout all the Central African countries assessed. The relatively low rank of 
management knowledge is also consistent throughout all Central African countries assessed. Technical 
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skills tend to be ranked in the middle, but with some gaps in knowledge demonstrated. It is evident that 
according to all categories of respondent assessed, there are important gaps in the knowledge of PAMs 
that need to be addressed with training. The gaps are not necessarily in those areas which are the most 
obvious, nor in the areas PAMs tend to consider their greatest training needs (see 2.3.11). Policy and 
Procedures rarely figures in this list of respondents' three priority training needs, although it is 
uniformly found to represent the greatest gap in knowledge over all Central African countries assessed. 

Table 6 
Percentage of questions in which an average gap of about 2or more was identified for each division of 
the job 

Nlain Division of the Job PAM FOD FA 

A. Staffing 0 0 17 

B. Infrastructure 0 20 17 

C. Finance/Accounts 0 0 0 

D. Tactical Plans 0 0 0 

E. Laws and Regulations 0 20 20 

F. Visitors 14 14 29 

G. Interventions 20 20 60 

H. Community Conservation 13 25 75 

I. Research 0 17 67 

J. Public Relations 0 0 57 

K. Resource Conservation 0 25 100 

The above table demonstrates that for all categories of respondent, community conservation had a high 
training need, as well as interventions. Resource conservation was considered to have a large training 
need by the FODs and the FA, but not necessarily by the PAMs. 

2.3.6 Validation Analysis of Mental & Social skills 

2.3.6.a Analysis of "yes" responses 

This analysis shows the extent to which respondents agreed that the skills listed under mental and social 
skills are required by PAMs, in order to satisfactorily do their job. Where respondents agreed with 
PARCS, they answered "yes". The histogram presents the amount of agreement for each skill, and can 
be considered the validation of the questionnaire. If agreement is high, the questionnaire is considered 
validated. 

There is a very high overall accuracy score of 97.9% for tht agreement on each question in this section, 
indicating a high level of agreement that the questions are relevant to the job of a PAM. The 
questionnaire can therefore be considered to accurately reflect the needs of aPAM in Mental and Social 
Skills. 

2.3.6.b Analysis of "no" responses 

This analysis shows where there was disagreement, in those cases where PAMs considered the question 
not to be relevant to their job. The figures shown represent the percentage of respondents that felt that 
aparticular question did not relate to the job of a PAM. 
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2.3.7 

In only 3 cases did one PAM disagree with PARCS and consider a question irrelevant. Never did both 
PAMs feel so. In general, no one competency or main division solicited agreat deal of disagreement. 

Current Mental & Social Skill level 

2.3.7.a Low Skill Levels 

In general, there were gaps identified in all mental and social skills, by all categories of respondents, 
although the gaps identified by PAMs were considerably smaller than those identified by the FODs and 
FAs. The skills in which PAMs identified gaps were in Comprehension, Written ind Problem Analysis. 
The skills in which FODs identified gaps were in Creativity, Problem Analysis and Working with 
Others, whereas the Field Associate identified gaps of almost 100 % in all of the competencies. 

2.3.7.a.i Table of Low Skill Levels 

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

The PAMs assessed did not feel that their mental and social skills were very low and only rarely was 
askill level of I or 2 scored. On no question did both PAMs ever feel that their skill levels were low. 
The only competencies in which a low level was scored more than once were "comprehension",
"problem analysis" and "written". They felt that their creativity, evaluation, oral and working with 
others skills were generally adequate. Even acumulative score of 2 or 3 is not indicative of agreat gap 
in these skills. For the Main Divisions of the Job, only one division had acumulative score of more than 
one, and that was "D", ensuring the development and achievement of tactical plans and budgets. In other 
words, these Rwandan PAMs do not feel that they are lacking in mental and social skills, nor that they 
need training in these fields. 
Table 7 

Percentage of times a gap of I or 2 was identified for each competency 

Mental & Social Skills (Competency) Percentage 

Comprehension 13.6 

Problem Analysis 9 

Creativity 5 

Evaluation 0 

Oral 5.5 

Written 12.5 

Working with Others 0 

PAMs considered that the main divisions of the job in which they needed the most training in mental 
and social skills were the development of tactical plans, finance/accounting and resource conservation. 
Overall, they felt that their mental and social skills did not need training in the other divisions. 
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Table 8 
Percentage of times a score of I or 2 was given for each main division of the job 

Main Division of the Job Percentage 

A. Staffing 	 7 

B. Infrastructure 	 7 

C. Finance/Accounting 17 

D. Tactical Plans 	 21 

E. Laws and Regulations 7 

F. Vitors 	 7 

G. Interventions 	 0 

H. Community Conservation 0 

I. Research 	 0 

J. Public Relations 	 0 

K. Resource Conservation 13 

2.3.7.b 	 Comparison of Average PAM Gap analysis of Mental & Social Skills with other Target 
Groups 

From this table it becomes evident that the other target groups, both FOD and FA, felt that the PAMs 
had consistently over estimated their mental and social skills. FODs felt that their skill levels were much 
lower than did the PAMs themselves, and the FA scored their skills even lower. The difference between 
FOD and FA rankings were smaller than between the FOD and PAM rankings. The percentages of 
times an average score of I or 2 was given by FODs and FAs for the PAMs for each competency is 
given in the table below. 

Table 9 

Percentage of times an average gap of I or 2 was identified for each competency 

Competency Percentage FOD [Percentage FA 

Comprehension 33 92 

Problem Analysis 55 100 

Creativity 	 70 100 

Evaluation 	 11 89 

Oral 	 0 100 

Written 	 0 100 

Working with Others 40 100 

From the preceding table it is clear that there are important gaps in the mental and social skills of the 
average PAM in Rwanda. Although they are all relatively high, Creativity, Problem Analysis and 
Working with Others score the highest, according to the FODs. 
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Table 10 
Percetage of times a score of I or 2 was given for each main division of the job 

Main Division of the Job FOD FA 

A. Staffing 43 86 

B. Infrastructure 43 100 

C. Finance/ Accounting 0 100 

D. Tactical plans 43 100 

E. Laws & Regulations 14 100 

F. Visitors 14 86 

G. Interventions 0 100 

H. Community Conservation 50 100 

I. Research 33 100 

J. Public Relations 43 100 

K. Resource Conservation 60 100 

With respect to the main divisions of the job, the FODs and Field Associates felt that the PAMs needed 
a great deal if training. The Field Associate felt that skill levels were low in almost all the divisions of 
the job, and there was little difference between them. The FODs felt that the greatest amount of training 
in mental and social skills was required in resource conservation, followed by community conservation, 
public relations and tactical planning. 

2.3.8 Analysis of Attitudes 

In order to effectively manage protected area- and deal with people both within and outside the 
department, protected area managers must have social skills which do not necessarily fall under the 
categories of knowledge or mental & social skills listed above. Leadership and team building are 
important components of a PAM's responsibility. To assess the skill levels of PAMs in these qualities, 
the respondents were asked to describe the methods they felt were the best suited to instil work ethics, 
commitment to conservation and healthy attitudes to adjacent communities in their staff. The responses 
to these questions fell into a number of broad categories, which were subsequently listed and numbered. 
Overall, the responses favoured showing hard work and dedication to conservation through example and 
involving both staff and local communities in management of the protected areas. Participation in 
management and conservation is a common theme throughout most of the responses. 

2.3.8.a Methods to Instil Work Ethics 

Due to the fact that only two PAMs were assessed, each having worked for a different number of years 
in the service, it would be impossible to analyze this data relative to years of service. One point of 
interest is the choice of methods to instil work ethics. These include 2 (showing hard work and 
dedication through example),4 (acknowledging good work in others while positively criticizing bad 
work), 5 (showing tolerance to others' points of view) and 10 (cultivating good working relationships 
which creates rappor' for instruction). 
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2.3.8.b Methods to Instil Commitment to Conservation 

Again, the only noteworthy information to be gathered from this data is the choice of method. These 
include 4 (becoming involved in extension conservation activities), and 5 (participating in the design, 
implementation and analysis of effective law enforcement programs). 

2.3.8.c Methods to Instil Healthy Attitudes to Adjacent Communities 

Both PAMs agreed on one method.namely maintaining dialogue with local communities and getting staff 
involved in keeping communities up to date with conservation developments in the area. Other methods 
chosen were accepting the validity of community participation in protected area management and 
listening to and demonstrating willingness to understand community problems. 

2.3.9 Language skills of PAMs 

In Rwanda there is one language spoken throughout the whole country, and this is Kinyarwanda. It is 
therefore not surprising that all Rwandan PAMs speak this language and that 100 % of respondents 
answered "yes" to the question of whether they spoke a language understood by the local community 
adjacent to the protected area. This question was asked in order to assess whether it was possible for 
PAMs to be actively involved in community extension work and whether communication problems could 
lie at the root of the conflict between protected areas and neighboring communities. 

2.3.10.a/b Computer Skills of PAMs 

One of the two PAMs was able to use a computer, but only for data analysis. These skills he had 
acquired through on the job learning from working with NGO projects. It is not a skill that is taught 
to PAMs by the department. 

2.3.11 Training Priorities Identified by Respondents 

The priorities for training identified by PAMs after having completed the questionnaire were in 
Management, Planning and Evaluation. This does not overlap completely with the training priorities 
identified by the gap analysis, as Management, Planning and Evaluation score amongst the lowest in 
needing training. Although the gap analysis reflects the respondents own impressions on the skills of 
PAMs, these still do no coincide with the priorities they state for training. In other words, the 
questionnaire brings out gaps which the respondents do not readily recognize as training needs. The 
skills which come out in the questionnaire through the gap analysis as requiring the greatest training are 
very different from the skills they would identify as requiring training when asked point blank. It 
demonstrates the usefulness of taking respondents through the questionnaire and discussing the different 
competencies and the skills required to satisfactorily do the job of a PAM. 

2.3.12.a/b/c Training Received 

For all skills, PAMs identify formal wildlife training (Garoua and University) to have contributed most 
to their current levels. For knowledge skills, on-the-job training has also contributed significantly. At 
no point was in-service training stated to have contributed, indicating that this is an area of training 
which needs to be addressed in any programme intending to do training of PAMs in Rwanda. Some 
instances of other formal training were listed, and these included conferences and seminars in Uganda 
and Rwanda. 

2.3.12.d Years since Formal Wildlife Training Received 

Due to the small sample size of PAMs, this information was insufficient to produce any significant 
results. 
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2.3.12.f 	 Training that has contributed most to PAMs skill level 

As in 2.3.12 a/b/c above, formal wildlife training (university and Garoua) have been identified as 
contributing most to PAM's skill levels, and especially in knowledge skills. This is not surprising as 
they have received very little other training, apart from the occasional seminar or conference, which 
often is not recognized as training by participants. There is no in-service training organized by the 
department. 

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

This analysis shows that the PAM that had more years of service felt that on the job training contributed 
to his skill levels in a number of areas, as well as formal wildlife training. The PAM that had between 
I and 5 years of service felt that the only training that contributed to his skill levels was formal wildlife 
training. 

2.3.12.h 	 Training needq identified by Gap Analysis of questionnaire for PAMs and Assistant 
PAMs 

This table presents the cumulative total of scores in which a gap of 2 or 3 was identified in Knowledge 
skills, and a score of 1 or 2 (low skill level) was identified in Mental and Social skills as a symbol. The 
size of the dot is determined by the number of times a gap was identified. Large dots indicate frequently 
identified training needs, small dots indicate relatively rarely identified training needs. The total number 
of times a gap was identified in each box in the matrix is divided by the number of questions in each 
box, in order to evenly weigh all the boxes in the questionnaire. The table is a summary of the gap 
analysis for all the competencies and the main divisions. The columns, or competencies, in which a 
large gap was the most frequently identified are 6 (Policy & Procedures) and 4 (Planning) for the 
knowledge skills, and 8 (Comprehension), 9 (Problem Analysis) and 13 (Written). these results are 
presented separately in the previous sections 2.3.5 and 2.3.7. 

2.3.12.i 	 Measure of Agreement of Training needs of respondents' priorities and questionnaire 
analysis 

This table merges the figures presented above (2.3.12.h) with the three priorities listed by each 
respondent at the end of the questionnaire (2.3.11). Where there is overlap (i.e. a training need 
identified both by themselves and by the gap analysis) there is an asterisk in the box. The table 
demonstrates the lack of overlap in that there are no areas identified in both analyses (no asterisk). 
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2.4 SUMMARY AND CONCLUSIONS 

The Protected Area Conservation Strategy (PARCS) was devised in order to address two important 
questions: 1) what training do Protected Area Managers (PAMs) need in order to enhance the 
conservation of Africa's protected areas? and 2) what can be done to provide this training for PAMs, 
as well as what steps can PAMs themselves take to identify and design pilot educational efforts that 
respond to their needs? 

In order to answer the first question, and to begin to understand how to answer the second, a training 
needs assessment was undertaken in 15 African countries. A self-assessment questionnaire, general 
enough to be applicable in all countries was developed for this purpose, enabling comparison across 
regions and countries. 

In addition to the training needs assessment, a training opportunities assessment was started. This 
assessment will continue after the needs assessment has ended, in order to develop a more thorough, 
and useful list of opportunities. 

The results from the training needs assessment, which are summarized below, will be used indeveloping 
participatory pilot training projects in the second phase of the PARCS project. 

The training needs assessment and training opportunities assessment were designed in order to generate 
data which could then be used to answer a number of overarching questions. The questions are relevant 
throughout Africa and represent the problems of training and protected area management in a wide 
variety of habitats and situations. The answers to these questions can be used to address some of these 
problems, and in many cases provide solutions to the problems. 

Overarching questions 

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

It is possible to describe, in a general manner, the role of a Protected Area Manager, and have this 
description fit for managers all over Africa and in the variety of habitats and categories of protected 
areas that exist over the continent. The questionnaire, which was ajob-description for a protected area 
manager, was used in 15 different countries and there was very little disagreement on the responsibilities 
listed. Within each country, a number of different people were comacted and questioned on the validity
of the questionnaire as a job description. These people were not only protected area managers, they were 
also field operation directors at headquarters, regional managers, field associates, trainers and research 
officers. They all agreed to a very high degree with the description proposed by the PARCS project. 

In Rwanda there were no changes made to the job description as presented by the questionnaire. The 
overall level of agreement to the description, including the level of skill required for each competency 
and main division of the job was 91%. In other words, few people, of all categories, queried any aspect 
of the questionnaire and it's relevant to a protected area manager in Rwanda. In some instances, 
respondents felt that the questionnaire underestimated somewhat the level of skill required for the 
different aspects of the job, but overall agreement was high. Although not all aspects of the job as 
described in the questionnaire are put into effect in each protected area in Rwanda (i.e. very little 
tourism or resource use in some protected areas, and very little research in others), respondents did feel 
that all the skills were required of a PAM. 

Protected area managers did feel that their jobs had changed over the past 20 years, with an important
increase in population pressure around most, if not all protected areas, and an increase in tourism. The 
role of a PAM was no longer purely a guardian of an area but a manager of an important economic 
commodity and a mediator between the protected area authorities and other people, be it neighboring 
communities, tourists or other. 
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b. 	 What are the constraints on meeting these responsibilities? Where does training fit in? 

There are a number of constraints that were mentioned, by protected area managers, field operations 
directors arid field associates, making it difficult for protected area authorities to carry out all their 
responsibilities. One of the major constraints is a budgetary one. This limits not only infrastructure and 
logistics, but also limits the staffing possibilities in protected areas, and limits the training available to 
staff. The financial constraint is of particular importance in Central Africa where protected area 
managemen ,)as not been a priority in the past, and where funding is often very limited. Of the central 
african countries assessed, however, Rwanda has been one of the first to recognize the economic 
potential of it's natural habitats and to develop it's tourism. Tourism is one of the major sources of 
foreign revenue in the country and an important foundation to the country's economy. 

Financial constraints are not the only ones influencing protected area management in Rwanda. One of 
the constraints on training is th. new educational system in Rwanda, which came into effect in 1977. 
The result of this change is a severe lack of opportunities for secondary and tertiary education in the 
country. Only 7 to 10% of primary school graduates continue with their schooling due to lack of 
infrastructure and positions in the schools. As a consequence, a lack of motivation has developed which 
has a strong negative influence on the intellectual potential of the country. Linked to the lack of 
secondary and tertiary educational possibilities, there is also a lack of trainers who could be used for 
the training of protected area managers and foresters. One of the problems that needs to be addressed, 
however, is that of motivation. Training, outside of prerecruitment training, is often seen as a means 
of earning extra money through perdiems. If training programs do not include such perdiems, which 
are often extremely high, participants are not motivated to attend. The link between training and extra 
earnings has to be broken either by linking training to other forms of reward (such as promotion) or 
making it a part of a standard, programmed career path. 

A constraint which has been extremely limiting on PAMs' meeting their responsibilities has been the 
war in Rwanda since October 1990. At present a peace accord has been signed and potentially the 
country can now start with reconstruction. A number of the protected areas have been severely affected 
by the war, however. The Akagera National Park has seen a large amount of fighting and the Volcano 
National Park, also the habitat for the mountain gorilla in Rwanda, has been the battlefield during much 
of the war. Protected area management has been very difficult over the past years and many of the areas 
will remain unsafe for a long time, due to mines and other remnants of the fighting. 

Compared to other central african countries, Rwanda has profited from a large amount of donor interest 
and activity in the natural resources sector. This istied, in part, to the importance of it's natural habitats 
in terms of biodiversity. Protected area managers are relatively well trained and have profited from a 
number of training initiatives. Overall, however, there is no training plan addressing the needs of both 
forestry and ORTPN staff at all levels. There is no repeated, in-service training programme bringing 
staff up-to-date with the needs of their jobs, and helping to motivate them in their careers. Training is 
not seen as part of the process of movement throughout a person's career. This form of training is very 
limiting, in that it is relatively inflexible and not adapted to the needs which arise during the process 
of a person's career. As a consequence, gaps arise in the knowledge and skills required to do the job 
successfully, and these Pans are not addressed. training should be seen as periodic and repeated as 
frequently as possible and necessary, -o that the changing job requirements and responsibilities can be 
constantly addressed. 

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

The process of filling in and discussing the questionnaire for the needs assessment already brougnc out 
some of the gaps in the skills of PAMs which limit them in their jobs. The questionnaire as a job 
description was a useful exercise for people who had never actually sen a description of their job. It 
helped them see both the complexity of the job itself and the skills, in terms of knowledge as well as 
mental and social skills, that were needed for the job. From the discussions it became evident that in 
a large majority of those skills they had never received any form of training . After having filled in the 
questionnaire, however, many of the respondents still listed as their three training priorities those 
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competencies which were the most obvious to them and the most frequently mentioned. There was a 
considerable discrepancy between the competencies in which the greatest gaps in skill level were 
identified by the needs assessment, and the competencies in which respondents felt their priority training 
needs occurred. 

The knowledge skills in which the greatest gaps occurred (or in which the greatest training needs were 
identified by the analysis), from the perspective of protected area managers were Policies & Procedures 
and Legal skills, as well as Financial & Accounting and Technical skills. The skills in which training 
was the least urgent, although a nteed was also identified, were Management and Planning skills. Both 
FODs and Field Associates considered the gaps in knowledge of PAMs to be greater than the PAMs 
did themselves, however. The Field Operations Directors and the Field Associates did not completely 
agree in their identificatiop of the competencies in which the greatest training needs for PAMs occur. 
According to the Field Associate, these include Financial knowledge, Policies, Technical and Planning 
knowledge. According to the FOD these include Legal, Policies, Financial and Technical knowledge. 
The agreement between all 3 categories lies in their identification of Policies & Procedures as requiring 
a relatively large amount of training. For both FODs and FAs, Management requires relatively little 
training. 

With respect te mental and social skills, there tended to be gaps identified in all the competencies, by 
all categories of respondents. The gaps identified by PAMs, however, were considerably smaller than 
those identified by the FODs and FAs. The skills in which PAMs identified gaps were in 
Comprehension, Written and Problem Analysis. The skills in which FODs identified gaps were in 
Creativity, Problem Analysis and Working with Others, whereas the Field Associate identified gaps of 
almost 100 % in all of the competencies. Overall, the gaps occurred in skills required in problem 
analysis and problem solving. The greatest gaps in skills occurred in the mental and social skills, and 
it was felt that PAMs required a great deal more training in these skills which are generally not covered 
in the traditional training opportunities. Although the knowledge skills in Rwanda were perhaps not as 
low as in other central african countries assessed, due to the relatively good training opportunitie 
available, and the relatively high level of training most PAMs have received, the mental and social skills 
were lower than other countries. Emphasis in the past has been on the learning of technical skills, and 
has traditionally concentrated on a great deal of memorization of information, rather than on creative 
problem solving. Training in Rwanda needs to put a great deal more emphasis on the skills required 
once in the field, dealing with problems and making decisions. 

d. 	 What training has been received by current PAMs that is perceived by them as useful? 
How much? What kinds? Relevant to which kinds oAjob requirements? 

The only training that PAMs listed as having been received are formal wildlife training at a wildlife 
institute or at university, and on-the-job training. Conferences, scminars or workshops were rarely 
listed. These other formal sources of training are not perceived as such by participants. In-service 
training was never listed. One of the problems of training other than formal training at an institute or 
university is that recipients do not get a certificate or other form of official recognition for attendance 
and participation. In addition, it is not felt to contribute to their career development. In order to make 
other forms of training more effective, it would be important to address this issue and to officially 
recognize participation in such training opportunities. It would be crucial to include some forra of 
assessment or evaluation so that mere attendance would not be efficient. This would also help solve the 
problem of financial expectations from any form of formal training outside pre-recruitment training. 
Donor organizations often complain tL ;tis impossible to organize seminars, conferences or other 
training fora without including very high perdiems for all national participants. This expectation has 
been created in the past an attendance is now often contingent on these perdiems. The benefits outside 
of the financial ones are often ignored. To redress this issue, it would be possible to create other 
benefits to be accrued from attendance, and active participation. Career development may be made to 
be contingent upon active participation, or a system of official recognition through credit points may 
be developed. 
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e. Assessments of Field Operations Directors 

Only two PAMs wcre assessed, due to various difficultie - in Rwanda. This severely limits the value of 
the questionnaires completed by the PAMs as it cannot oe truly held as representative for PAMs in 
Rwanda. The burden of this analysis therefore rests on the questionnaires completed by FODs and Field 
Associates, as well as the discussions held with numerous people both in tile relevant organizations and 
in donor organizations. Discussions revealed that training needs often include planning and management 
skills, as well as technical skills. Most Rwandan PAMs have been well trained in comparison with other 
countries, due in part to the importance of Rwanda's protected areas for it's economy. The jobs of 
PAMs have changed a great deal in recent years, however, with the increase in tourism as well as the 
increase in population pressure. The skills required of PNMs are changing rapidly as they are in most 
other central african countries, yet the training they receive has changed little. As in most other 
countries throughout Africa, PAMs in Rwanda have very little decision making power. Both the ORTPN 
and the Direction des For~ts are very centralized. Headquarter staff do not always have the information 
required to make decisions and communication is also often slow. PAMs need to be trained and then 
enabled to make decisions in the field. 

Discussions with Field Operationr Directors showed that a system of in-servicc training addressing the 
specific needs of field-based managers and headquarters-based staff alike was considered an important 
and effective means of addressing the training needs of both. Specific training was required to learn 
about zoning of protected areas, and how to set up, use and protect zones for different uses. Rapid role 
assessment training, to learn to deal with problems with neighboring communities was also considered 
useful and important. In general the FODs of the different organizations (MINETO,ORTPN and DGF) 
felt that training should not only focus on the field-based managers, and that even at the headquarters 
training was required in planning, public relations and technical skills, amongst others. Training in 
general was felt to be very motivating, and frequent in-service training the most effective way of 
addressing the needs in Rwanda. The first steps would be developing training programs, and training 
the trainers. 

f. What further training is required? 

Further training is required in a large number of areas. The most important gap in knowledge skills was 
in Policies & Procedures, Financial, Legal and Technical skills. In terms of Mental and Social skills, 
the most important gaps were in Problem Analysis, Comprehension, Creativity and Working with 
Others. 

Although the questionnaire did make respondents think differently about the job of a Protected Area 
Manager, and made them more aware of the variety of responsibilities of a PAM, there was a tendency 
to fall back into the traditional perspective when questioned about what the priority training needs were. 
The most frequently lisied training priority was Management, followed by Planning and Evaluation. This 
does not overlap completely with the training priorities identified by the gap analysis, as Management, 
Planning and Evaluation score amongst the lowest in needing training. Management and Planning are 
the skills which PAMs consider the most obvious to their jobs, as they are field-based managers. The 
Field Associate did include Planning as an important training need, but Management was never included 
as a priority from the gap analysis. Given that PAMs have never seen a job description and therefor do 
not see the different skills and competencies expected of them, they still see themselves in the general 
sense as managers, needing management skills. In this sense, management is taken very loosely to 
include all the skills required in being a manager, rather than looking at the specific skills necessary. 
The questionnaire brought out the specific skills required under the general heading of management. 

Tho main divisions of the job that required training the most frequently were community conservation, 
interventions and resource conservation. Even with respect to the mental and social skills, community 
conservation and resource conservation were identified as requiring training by the FOD and the Field 
Associate. The PAMs felt that tactical planning and laws and regulations required greater training in 
mental and social skills. 
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g. 	 What present programs could be restructured/enlarged to include training opportunities 
for PAMs? 

There are a number of training opportunities in Rwanda which could be both restructured or enlarged 
in order to include training in the need- identified by this assessment for PAMs, and other target groups. 
Rwanda has numerous training institutes which could provide both the expertise and the location for 
training. There are also a large number of donor-funded projects in Rwanda which would be capable 
of working with the different departments in order to develop training. What is needed is a coordinating 
body which would bring the different depai;ments together, and which would develop training programs 
to fit the needs identified in the different departments. There does not seem to be any reason to set up 
a new school or training institute in Rwanda, given the presence of opportunities in Rwanda, and the 
fact that they are not filled to capacity. Funding is a constraint, at present, however, and there must be 
an emphasis on training which does not necessarily include sending candidates to expensive institutes 
abroad, or providing participants with high per diems to cover their daily expenses. 

Institutes and training colleges which could be restructured to cover the needs of PAMs in Rwanda 
include: 

-Centre de Perfectionnement Agricole (CPA) at the Ecole Agri-VWterinaire de Kabutare (EAVK) 
in Butare. This training opportunity was set up in 1990 and is already suffering from lack of 
funds and shortage of staff and as a consequence is not running to capacity; -ISAR (Institut 
Scientifique dans l'Agriculture au Rwanda). This institute has a forestry department which could 
be restructured to include PAM training needs; 
-Ecole Agricole et Foresti~re de Nyamishaba; 
-Ecole Vdto-Forcsti re de Kibisabo; 
-University of Rwanda Agronomy Department at Butare; 
-numerous Centres d'Enseignement Rural et Artisanal Int6grds (ERAI) 

Outside of the creation of specific courses at these training institutes and schools, they could be able to 
provide the training of trainer expertise required and help in the development of a training officer post 
in the different organizations (MINETO,ORTPN and DGF), in order to plan the training and career 
development of staff. 

h1. 	 Are there other appropriate opportunities that have not been utilized? 

At present, few of the abovementioned training opportunities are being used for any purpose other than 
pre-service training, preparing people for their job. Rarely do people get refresher courses or any form 
of repeated training, and when they do, it is generally on an ad hoc basis. In some instances people are 
sent for courses abroad, or they attend seminars or conferences, but this is not part of a training 
programme and not all people get the same opportunities. 

It is possible that there are other training opportunities not mentioned in this study. Opportunities for 
training such as courses offered by banks, management schools, consulting firms, accounting bureaus, 
etc, on planning, management, administration, accounting, etc, were not assessed. It is likely that there 
would be several such opportunities in Rwanda which could be used for PAM training. Assessment of 
further training should continue in order to provide a more exhaustive list of training opportunities in 
Rwanda. 

i. 	 What kinds of training should be recommended? 

Based on discussions with Field Operations Directors and Field Associates, as well as Protected Area 
Managers, it is obvious that there is much interest in the development of in-service training programs. 
Programs that have short, frequently repeated and refresher training courses that are developed to the 
specific needs of protected area staff ,vould be the ideal. This may take the form of courses given by 
mobile training units, courses given at existing training institutions or courses given at the direction 
headquarters when field staff come to the capital. The recipients of in-service training programs should 
not only be protected area managers, or "conservateurs". They should include people at a number of 
different levels, so that training occurs throughout a person's career and so that people arrive at a 
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particular level in the hierarchy already trained to tile level necessary for that job. 

The value of formal training in preparing people for specific positions should not be questioned. The 
question should be, however, how to supplement this training so that it is no longer elitist and so that 
everyone can profit from training. It should also be repeated as frequently as possible. Training at 
present is not seen as part of the process of movement throughout a person's career. The goal should 
be that training is seen as available to everyone and as a means of moving forward in a career, so that 
it also provides pride in the work and professional satisfaction. 

The kind of training that would be recommended, therefore, is training that is developed by the 
department and which is available to everyone in a planned progress along a career path. The training 
is specific to the needs of the job. The choice of protected area manager as target group for this 
assessment is due in part to the fact that often it is this group that is lacking both in training and in 
manpower: field-based managers who are capable of carrying out the large number of functions and 
responsibilities attributed to the position. The target groups for training will include not only protected 
area managers, but also people below the level of PAM, who will need to be prepared to one day 
assume the position of PAM, and people above the position of a PAM, who will need similar skills to 
the field-based manager, in order to supervise, coordinate and direct protected area managers. 

In-service training can be used for a number of purposes. Some of the more salient uses are: 

providing people with the necessary skills in order to acquire posts with new responsibilities 
providing people with up-to-date information or refresher courses on knowledge skills that they 
have not studied for a number of years 
providing people with opportunities for changing their career path, or taking a new direction 
providing specific skills which cannot be inculcated effectively in people with no experience of 
employment, and which cannot be included in pre-service courses (Hardcastle, et.al., 1992) 

The present study recognizes the need in both the forestry and wildlife sectors for sociological skills. 
These skills were revealed, in the knowledge skills gap analysis as contained in the main divisions of 
the job in which the greatest training needs occur (Resource Conservation, Community Conservation 
and Interventions). Policies & Procedures, Finance/Accounting Legal and Technical skills come out as 
requiring priority training more urgently than Management Skills. These skills were also revealed in the 
Mental and Social skills as those requiring training, and included Problem Analysis, Comprehension, 
Creativity and Working with Others. One of the crucial first steps in any programme addressing 
training needs would be the training of trainers, in the organizations responsible for protected area 
management (MINETO, ORTPN and DGF), in order to provide the capacity to carry out in-service 
training. Expertise could come from any number of training institutions in Rwanda, or from technical 
assistance abroad. A training programme would need to be developed within the organizations in order 
to plan and give direction to training for people's careers. This would demand the creation of a training 
officer post. 
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Section 3: Recommendations 

Based on discussions with Field Operations Directors and Field Associates, as well as Protected Area 
Managers, it is obvious that there is much interest in the development of in-service training programs. 
Programs that have short, frequently repeated and refresher training courses that are developed to the 
specific needs of protected area staff would be the ideal. This may take the form of courses given by
mobile training units, courses given at existing training institutions or courses given at the direction 
headquarters when field staff come to the capital. The recipients of in-service training programs should 
not only be protected area managers, or "conservateurs". They should include people at a number of 
different levels, so that training occurs throughout a person's career and so that people arrive at a 
particular level in the hierarchy already trained to the level necessary for that job. 

The value of formal training in preparing people for specific positions should not be questioned. The 
question should be, however, how to supplement this training so that it is no longer elitist and so that 
everyone can profit from training. It should also be repeated as frequently as possible. Training at 
present is not seen as part of the process of movement throughout a person's career. The goal should 
be that training is seen as available to everyone and as a means of moving forward in a career, so that 
it also provides pride in the work and professional satisfaction. 

The kind of training that would be recommended, therefore, is training that is developed by the 
department and which is available to everyone in a planned progress along a career path. The training 
is specific to the needs of the job. The choice of protected area manager as target group for this 
assessment is due in part to the fact that often it is this group that is lacking both in training and in 
manpower: field-based managers who are capable of carrying out the large number of functions and 
responsibilities attributed to the position. The target groups for training will include not only protected 
area managers, but also people below the level of PAM, who will need to be prepared to one day 
assume the position of PAM, and people above the position of a PAM, who will need similar skills to 
the field-based manager, in order to supervise, coordinate and direct protected area managers. 

In-service training can be used for a number of purposes. Some of the more salient uses are: 

- providing people with the necessary skills in order to acquire posts with new responsibilities 
- providing people with up-to-date information or refresher courses on knowledge skills that they 

have not studied for - number of years 
- providing people wi ipportunities for changing their career path, or taking a new direction 
- providing specific ski which cannot be inculcated effectively in people with no experience of 

employment, and which cannot be included in pre-service courses (Hardcastle, et.al., 1992) 

The present study recognizes the need in both the forestry and wildlife sectors for sociological skills. 
These skills were revealed, in the knowledge skills gap analysis as contained in the main divisions of 
the job in which the greatest training needs occur (Resource Conservation, Community Conservation 
and Interventions). Policies & Procedures, Finance/Accounting Legal and Technical skills come out as 
requiring priority training more urgently than Management Skills. These skills were also revealed in the 
Mental and Social skills as those requiring training, and included Problem Analysis, Comprehension, 
Creativity and Working with Others. One of the crucial first steps in any programme addressing
training needs would be the training of trainers, in the organizations responsible for protected area 
management (MINETO, ORTPN and DGF), in order to provide the capacity to carry out in-service 
training. Expertise could come from any number of training institutions in Rwanda, or from technical 
assistance abroad. A training programme would need to be developed within the organizations in order 
to plan and give direction to training for people's careers. This would demand the creation of a training 
officer post. 
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'i Yi 'lCE')ARIAS (()NSIIIVATION STIRATEGY (PAR(CS): TRAINING NEiEi)S ASSESSMENT 

Iour organisalitus, ile African Willile Voint aliui, Wildlife (Ctigservaliol Ilternational, Wtlhd Wildlife Flndaand li 
Ilidilvctsily Suipipiutt I' ogram are wtikiig together in a proje(ct called PARC.S. C()i of lthe main aims ti lite project is to 
idunlify the skills required for lie johl(ifCpr lteclud area manager and Io assess I Iteraiiiig needs. 

'iTo achieve [lis we have developed a chail f the lypical skills (coltpilnccies) requiredto do ht johl(if protecied arca 
manager. We would like you hi assisl its by dotinug two thintgs: 

it ch ck the apploprialteness uf Ilie charl h your jobl 

a gi assess your c itouen skill level Ifor tact cotltonetwtl of lie chatl 

Iefor: fillilig hi Ite hltcsfioitnaih lpease ruad everythling ilhiough very carftilly. This itiformalion will he confidenlial and 
%ill he usud h) ltilul till an analysis ttf Ilite Iraiting t:tluqirclltt'ils fotr Cach C011tnIg g in lie sltudy.y in Africa parlicipatli n

I lie allached chait has 17 colinnis amid 12 rows. 

* 	 Rows A-K show main divisions of (he joh. 
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* 	 The first cotln shlows 'accounl.'iliics and respontsiblilities' asscialed with each division A-K. Please add any fun her 
accounlalilitics and resl)onsilbilities specific lit) yttur jol by wriling in I e rclvan compartment. 

* 	 Columns 2-17 shoiw (le complencies associaled wilh your joh in terms of knowledge (2-7), mcnial skills (8-1I), social 
skills ( 12 -1.) and altitudes ( 15-17). 

Yig will notice that some coinparlhmnls are blank. lhese do no niced Iio he filled in. 

KNOW.ED( E (cuhlnniis 2-7) 

Kniwledge has leen grouitttid iht four levels:
 

. Nic haslino kniwluge otf sutbjlle n llt ildicaied
 
2. S tnie 	 awareness oliCte situj.t and guneral alplicalhilily 
3. Working 	 slufficieti kniwlctlge lit detolicmic ritilline tasks 
4. 	 lI-depti a licadglh andildclplh if knowledge which einallcs initialive tI le taken in 

non-lullil e siltuilions 

n/a = not applical he in present jth. ['lease iidicate yiunr knowledge level. 

Ye wiulid like yiu I) go down each columnn 2 7 aiid fill in lite hxes.
 

ii ile left hand box pill the nutither which correspoinds hi your view ofI lie level if knowledge necdld Io do the job
 

iiccessfully.
 

it 	 hle right hand bitx (slihaded) pill (t i iilter which coirrespoidls to yiiiir ,issessiiel tif your clrreilt knowledge.
 

g. in [E5: 

Il-delllh knowledge o f relevant laws 
atid regialions eg. firearnms, arrest, 
charging and itnan rights 

fin Ihat purs 
:11hliaid bix). Ily plillig 3 hi Ilie sighl liaid its lite ic-snnilt-iil Ilts itlcnil-,lai trainiig necd. 

1tCi1 yill Ciie to litehollllini of each ciilumin ptlease cnil tg llieitie co lparltct1(I.) by showihng which Curia ofi raining
is cotinhilltd list li yiur kiiwledge ii liffiesiljcl hi Ilie cutlilinl 'liells c cl;uh'girics could iui'hiulel: Iornial %ihllili, 
aiuil itililiultuls (please specify wigh dal.s), )thr Ilaining polti lliliis (tg. nutik,%hllls, sclilials), li set ice fulinal 
aihuig (orgatiised biy your departltul), )n-tle-joubi traiiiing (s! ills learnl whilst doing your joh). 

i atcanswer shlws its lite ll lopl.lilig th tllsiiuiiiliaire agrt,:s Ihanl hinlh'lh knuwleuldge is neededl (4 hi thie 
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Alt-Nt,%I ANI) SOCIAl. SKII.I.S tciit , -. 1

[lcitlalaulli suicial skills have beein grouped inlo four Ievels: 

I. Nine 
2. Piir 
3. Satisfactory 
4. (;oiml 

We would like you to go down eacth column -14 and till in Ihe boxes. 

Fst of all indicate whether eaci skill is approirial e to your job by circling cither Yes (Y) or No (N). 

I len intlicale in the tight haud box ( ladcd) your level of abilily for each piarliciilar skill rcgardlcss of whether it is 
;Jututlicale to yoii lUics il joih. 

uileruiiiig tru cac of visit or 
dissalisfacloilil & hChliaviou ri . N fi-L 

Such all answer shtow." thal this skill is rcquired and Ile rspood.nt tis tihe required level of skill to succcssfully completehis a.spect (Ofthe job. Therefore in Ihis larticlar case there is no identified Iraining nced. 

'lnil you Come to h tliihlin of each colllln llease coilnllcte the coiparltent by showing which forns of training havecilntiibiuled most ito your skills in the subject of t(lie colunin. Use thle categories described Ifore. Please list the most 
iliiortant Oi first. 

ATI'ITUDES (colulins 15-17) 

'Ihe chart indicates the principal attitudes of thi job. All we require yiou to do is Io answer three queslions. 

If yo ui ni iotuidertand any of tlie quitestiioins in this (Ueslicinnaire please leave Ihe boxes empty and move ontotihe next 
ii l. i.
i 

ll muitcr for you Its kcep aircord iii yoiur ciimtileted questionnaires we are priiviling two copies of cach sccion aind a sheetid t ilitin paier. The WIIITE slicels (i ullnh.iers I, 2, ., & 4) are Itii be retutnied after cimpletiiin. You iiiay keep all (if tlie( 'J( )OUREDshets. Once you have comitileted tle uluel.liinnaiire tplease carefully lear iff the fiur while shects and return
itici it ite encloscd addrissed envelope. 

I hatilk yiitt fur htulling ts ttntdertake this training ieeds assessitn We appreciale your time and inpit.. 

i.Biodiversily 
io Sipport 

wc B SIVVF UiMNllTOg 
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AV nrye 2: 

2.3.1 Data Collection Table: Questionnaires 
Rwanda 

METHOD
 
POSITION 1 2 31 41 51 6 7 Total 

I. Assistant PAM 

2. PAM 1 1 2 

3. Regional Manager 

4. FOD (for PAMs) 5 5 

5. FOD (for own job) 

6. Trainer 

7. Researcher 

8. Field Associate 1 

9. Private Sector PAM 

Total __-7_ 1~ I 
Method: 1. Explain questionnaire and fill out with Regional Manager nearby 

2. Explain questionnaire and leave to fill out in own time 
3. Explain questionnaire at workshop and fill with Regional Manager nearby 
4. Consultant explain questionnaire and fill out with consultant nearby 
5. Consultant explain questionnaire and fill out in own time 
6. Consultant explain questionnnaire at workshop and fill out with consultant nearby 
7. Send out questionnaire by mail 
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2.3.4c PAMs' Measure of Agreement: PARCS validation score 
Rwanda 

Question 
COMPETENCY No 

Technical 1 

2 

3 

4 

5 

6 

7 

8 

9 


11 

12 

13 

14 

15 

16 

17 


Management 18 

19 


21 

22 

23 

24 

25 

26 

27 


Planning 28 

29 


31 

32 

33 

34 

35 

36 

37 

38 

39 


Legal 
41 

42 

43 

44 

45 

46 

47 

48 


Policy 49 

and 

Procedures 51 


52 

53 

54 

55 

56 

57 

58 


Financial 59 

and 

Accounting 61 


62 

63 

64 


Total sample: n-8 

Total % of combined scores of -1,0,1 Overall o'"accuracy 
score 

Question Competency 
average
 

91.0100 

100
 
100
 
50
 

100
 
100
 
100
 
100
 

0 91.2 
100
 
100
 
100
 
100
 
100
 
100
 
100
 
100
 

100
 
100
 
100
 
100
 
100
 
100 90.0
 
100
 
50
 

100
 
50
 

100
 
100
 
100
 
100
 
100
 
100
 
100 91.7
 
100
 
0
 

100
 
100
 
100
 

50
 
50
 

100
 
100
 
100 77.8 
100
 
50
 

100
 
50
 

50
 
100
 
100
 
100
 
100
 
100 95.0 
100
 
100
 
100
 
100
 

100
 
100
 
100 100
 
100
 
100
 
100
 

Asst PAMs & PAMs combined: n-2 
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2.3.4d Own score validation analysis: Knowledge average scores 
Rwanda 

Average POSITION
 
COMPETENCY Qs Box PARCS Country
c 1 1 3No. No. Score /Org.o e n. 2 	 5 16 n71n!2 n! . n= 

Technical 1 8 3 4 4 3.4 3
 
2 E 4 4 4 3.8 4
 
3 E 4 4 4 4 4
 
4 F 4 3 3 3.6 4
 
5 F 4 4 4 3.8 4
 
6 F 4 4 4 3.6 4
 
7 G 4 4 4 3.8 4
 
8 H 3 4 4 3.6 4
 
9 H 2 4 4 3.2 3
 
0 3 4 4 3.8 3
 

I 3 4 4 3.6 3 
2 J 3 4 4 3.8 4 
3 j 4 4 4 3.6 3 
4 K 4 4 4 3.8 4 
5 K 4 4 4 3.8 4 
6 K 3 4 4 3.8 3 
7 K 3 4 4 3.8 3 

Management 	 8 A 3 3 3 3.8 3 
9 A 2 2.5 2.5 3.8 3 
0 A 3 3 3 3.4 3 
I B 3 3 3 3.6 4 
22 B 3 4 4 3.8 4 
)3 F 3 4 4 3.6 3 
)4 G 3 4 4 3.8 4 
)5 H 4 3 3 3 4 
6 I 3 3 3 3.2 3 

-7 L 2 3 3.4 2 

Planning )8 A 3 3 3 3.6 	 3 
59 B 3 2.5 2.5 3.4 3 
0 C 3 4 4 3.4 4 
1 D 3 4 4 3.8 4 

12 E 4 4 4 3.6 4 
13 F 4 4 4 3.4 3 
34 G 4 4 4 4 4 
15 H 3 4 4 3.3 4 
6 I 2 4 4 3.8 3 
7 K 3 4 4 3.8 3 
8 K 4 4 4 3.8 4 
9 K 4 4 4 3.8 4 

Legal 0 A 2 3 3 3 3 
11 B 2 3 3 3.2 3 
12 E 4 4 4 3.6 3 
3 F 3 4 4 3.4 3 

14 G 4 4 4 3 4 
15 H 2 3 3 3.6 3 
16 I 4 4 4 3.6 3 
47 1 4 4 4 3.4 4 
_813 3 3 3. 	 2 

Policy 49 A 4 3 3 3 3 
and 30 B 4 4 4 4 3 
Procedures 31 C 3 3 3 3 4 

32 D 3 3.5 3.5 3.5 4 
33 E 4 4 4 4 3 
74 F 4 4 4 4 4 
5 G 4 4 4 4 3 
6 H 4 3.5 3.5 3.5 3 
7 I 3 4 4 4 3 
58 I .. 4 4 4 4 	 4 

Financial i9 C 3 3.5 3.5 3.5 	 4and 50 C 3 3 3 3 	 4 

Accounting 51 H 3 3 3 3 3 
2 H 4 4 4 4 3 
3 I 3 4 4 4 3 

,4 K 3 4 4 4 	 3 

Total sample: n -8 Asst PAMs & PAMs combined: n -2 



___ 

2.3.5a PAMs gap analysis relative to PARCS
 
Tecnnical Knowledge: Rwanda 

% No of ooservauons 

120 ............................................................
 

100
 

80 . ...... . . ..
 
0. ... . .. . . . . . . . .i . . . . . . . . . . . . . . . . . . . . . . . . .. . .
 

60 ..................
 

H 
. .40 .... 

20 


12 3 4 5 6 7 8 9 10 1 12 13 14 15 16 17 1::::2

KN~ evalues 

Question Nos 01 

Total Sample n=8 (PAMs & Ass PAMs n=2) 

2,3,5, a2PAMs gap analysis relative to PARCS, 
Management Knowledge: Rwanda 

% NO of obseva ons 

..................
12 0 ........... ......................... ....... 


100
 

80 .......................................... .. ...........
 

. ...........
60 .......................................... 


40 ................. " \, ....... ....
 

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

_ _ B +vt values 

18 19 20 21 22 23 24 25 26 27 E32
 

Oueson Nos 9j 1
 

Total Sample n=8 (PAMs & Ass PAMs:n=2)
 



2,3,5,a PAMs gap analysis relat ve to PARCS,
 
~ianinc;'ni ~&z:9 -vancla 

%No of ooservations 

1Ca 

..................
 ........... 

............. 


60 ................ . . . . ... 


7 .... 

q.....
40 

-.
 ..
...
....... 


2 29 30 3 2 71 34 35 35 37 3, 39 

,uestionNOS C31 

Total Sam n=8 (PAMs & Ass RA ,Msn=2) 

2,3,5,a, PAMs gap analysis relatve to PARCS 
Legal Knowledge vanda 

'Joof oOseIvations 
. .
. . . . . . . . .
120 1............. . . . . . . . . . . . .


60 . ................... 

40 ...... 

. . ..
20 


20.... +Ve values 

402 44 4 45 46 47 4, E32 

Ouestion tlo, 

Total Samcle n=6 (PAs $ Ass PAMs n=2) 



2,3,5,a, PAMs gap analysis relative to PARCS
 
Policies & Procedures Knowledge: Rwanda 

%No l coservaons 

120 -----------------------------------------------------­

120 .... .. ........ .. " :.. . . ... . ..:-:... . "
.. . . . ... .. .. . :
100

6 0 ...... . ................... - ........ . .
40 
 ............
 

20 """ ...... ..
 

+ve values 

01 10 03 
49 50 51 52 53 54 55 56 57 58 22 

Oueso Nos C91 

Total Sample n=8 (PAMs & Ass PAMs:n=2) 

2.3,5a PAMs gap analysis relative to PARCS. 
Financial Knowledge: Rwanda 

%No elcoservanons 

100
 

80......................................................
 

60...............................................
 

40.......... ........... \ \ \ .....................

40 ,.-..--.
 

20 .. . .. . ........... \\ \ ,\.....................
 

+ve vle 
03 vle 

0-
59 60 61 62 63 64 02 

Question Nos 

Iotal Sample n=8 (PAMs & Ass PAMs:n=2) Ix 



2.3.5d Parcs score gap analysis: Knowledge average scores 
Rwanda 

Average 	 POSITIONCOMPETENCY Qs Box PARCS Coun tr 

No. No. Score I/Org. 1 n2 I 3 1 I [6171 86 
ncoren n!2 n- jn- n- n- Jn-. nI2 ni 

Technical I B 3 0 0,4 1
 
2 E 4 0.5 0.5 0.8 1
 
3 E 4 0.5 0.5 1.4 1
 
4 F 4 0.5 0.5 1.4 2
 
5 F 4 0.5 0.5 1.4 1
 
6 F 4 1C 1.0 1.4 1
 
7 G 4 0.5 0.5 1.4 1
 
8 H 3 0 0 0.6 2
 
9 H 2 0 0 0 0
 
0 I 3 0.5 0.5 0.4 2
 
I I 3 0 0 0.8 2
 
2 J 3 0 0.5 0.4 0
 
3 J 4 0.5 1.0 1.4 2
 
4 K 4 1.0 1.0 1.8 2
 
5 K 4 1.0 I 1.6 3
 
6 K 3 0 0 0.4 2
 

17 K 3 0 0 0.2 	 2 

Management 	 8 A 3 0 0 0.4 1
 
9 A 2 0 0 0 0
 
O A 3 0 0 0.6 0
 
1 B 3 0.5 0.5 0.6 1
 
2 a 3 0 0 0.8 1
 
3 F 3 0 0 0.5 1 
4 G 3 0.5 0.5 0.4 1 
5 H 4 1.5 1.5 1.6 3 

26 J 3 0.5 0.5 0.6 2 
?7 2 0 0 0 0 

Planning 8 A 3 0.5 0.5 0 1
 
?9 B 3 0 0 0.4 1
 
10 C 3 0 0 0.4 0
 
1 D 3 0.5 0.5 0.4 
2 E 4 1.0 I 1.4 1 

13 F 4 0.5 0.5 1.0 2 
4 G 4 1 1.0 1.0 2 
5 H 3 0 0 0.2 2 
6 I 2 0 0 0 1 
7 K 3 0 0 0.6 2 
8 K 4 0.5 0.5 1.2 2 
9 K 4 0.5 0.5 1.4 3 

Legal 	 0 A 2 0 0 0 0 
1 B 2 0 0 0.2 0 
2 E 4 I 1.0 1.8 1 

13 F 3 0.5 0,5 0.6 1 
14 G 4 0.5 0.5 1.6 2 
5 H 2 0 1 0 1 
6 I 4 I 1.0 1.6 2 
7 j 4 1 1.0 1.2 2 
_8 1 2 0 0 0 1 

Policy 49 A 4 1 1.0 1.4 2 
and i0 B 4 1.5 1.5 1.8 2 
Procedures I1 C 3 0.5 0.5 0.6 0 

2 D 3 0 0 0.2 1 
3 E 4 1 1.0 1.2 2 

i4 F 4 1.5 1.5 1.8 1 
;5 G 4 0 0 1.4 2 
6 H 4 1 1.0 1.4 2 
7 I 3 0 0 0.6 1 

i8 1 4 1 1.0 1.4 	 2 

Financial 59 C 3 0 0 0.6 0 
and 50 C 3 0.5 0.5 0.6 0 
Accounting Il H 3 0 0 0.8 2. 

i2 H 4 0.5 0.5 1.8 	 3i3 I 3 0 0 0.6 2 
34 K 3 0 0 0.4 2 

Total sample: n-a Asst PAMs & PAMs combined: n-2 



2.3.6a Validation analysis of Mental and Social Skills
 
PAMs Yes responses: Rwanda 

- - -- - ------- - . .. . .. ---120 -- - - - - -- ----------..- - ---. ..-.. .: . -----­

100 ...... ......... 

Overall % 
C.. accuracy score 
o 80 . 

97.92 
CD 

0 60 

0 z 40 .. 

20 . 

NI
 

0 
8 9 10 11 12 13 14 

Question Nos 0% Score 

Total Sample n=8 (Ass PAMs & PAMs combined: n=2) 



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

COMPETENCY 
MAIN (% of respondents) 

DIVISIONS 	 91 101 111 121 13I 14 

A 

B 

C 

D 

E 50 

F 

G 	 50 

H 

I 	 50 

K 	 .... _ ____ 

Tota sample: n=8 Asst PAMs & PAMs combined: n=2 
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2.3.7b PAMs vs Validators Mental and Social Skills :Average scores 
Rwanda. 

Average 	 POSITION " COMPETENCY Qs Box CountryScrInI n= I n n4 I n n= [ n7 j n81 
No. No. 	 / Org.

Score n j n!2 n ! 5 - n 

Comprehension 	 1 A 3.5 3.5 3.4 2
 
2 B 2.5 2.5 2.2 2
 
3 C 3.0 3.0 2.8 1
 
4 D 3.0 3.0 2.6 2
 
5 E 3.0 3.0 2.6 3
 
6 F 3.0 3.0 2.6 1
 
7 G 3.5 3.5 2.6 2
 
8 H 3.0 3.0 2.4 2
 
9 1 	 3.5 3.5 2.6 2 
0 1 3.5 3.5 2.2 2 
1 K 3.0 3.0 2.4 2 
2 K 2.5 2.5 2.6 2 

Problem analysis 13 A 3.0 3.0 2.2 2
 
14 B 3.5 3.5 3.0 2
 
15 C 3.0 3.0 2.6 2
 
16 D 3.5 3.5 2.4 1
 
17 E 3.5 3.5 3.0 2
 
18 F 3.5 3.5 2.8
 
19 G 4.0 4.0 2.8 2
 
20 H 3.5 3.5 2.4 2
 
21 I 3.5 3.5 2.4 1
 
22 J 3.5 3.5 2.2 1
 
23 K 4.0 4.0 2.4 1 2
 

Creativity 	 24 A 4.0 4.0 2.2 2
 
25 B 3.0 3.0 2.4 2
 
26 D 3.0 3.0 2.4 2
 
27 E 4.0 4.0 2.6 2
 
28 F 4.0 4.0 2.6 2
 
29 G 3.5 3.5 2.6 2
 
30 H 3.5 3.5 2.2 1
 
31 1 4.0 4.0 2.2 1
 
32 J 3.5 3.5 2.2 1
 
33 K 3.5 3.5 2.4 1
 

Evaluation 	 34 A 4.0 4.0 2.4 3
 
35 B 3.5 3.5 2.8 1
 
36 D 4.0 4.0 3.0 2
 
37 E 4.0 4.0 3.0 2
 
38 F 3.5 3.5 2.6 2
 
39 G 	 4.0 .1.0 2.6 2 
40 H 4.0 4.0 2.8 1 
41 1 3.0 3.0 2.8 1 
42 1 3.5 1 3.5 1 2.8 1 

Oral 	 43 A 4.0 4.0 3.0 2 
44 8 4.0 4.0 3.0 2 
45 C 3.5 3.5 2.6 2 
46 D 3.0 3.0 3.2 1 
47 E 3.5 3.5 3.0 2 
48 F 3.5 3.5 3.2 2 
49 G 4.0 4.0 3.2 2 
50 H 4.0 4.0 2.6 1 
51 L_ 	 4.0 1 4.0 2.6 1 

Written 52 A 4.0 4.0 3.0 2 
53 B 3.5 3.5 2.6 2 
54 D 2.5 2.5 2.6 1 
55 E 4.0 4.0 3.2 2 
56 F 3.0 3.0 2.8 1 
57 G 4.0 4.0 3.0 1 
58 I 4.0 4.0 3.0 1 

159 ) 4.0 4.0 2.8 1 

Working with 	 60 A 4.0 4.0 2.8 2 
others 	 61 B 4.0 4.0 2.4 2 

62 D 3.5 3.5 2.4 1 
63 E 4.0 4.0 1.6 1 
64 F 3.5 3.5 2.4 1 
65 G 4.0 4.0 2.8 2 
66 H 3.5 3.5 2.6 1 
67 I 3.5 3.5 3.0 2 
68 1 3.0 3.0 3.2 1 
69 K 4.0 4.0 3.0 1 

Total sample: n-8 Asst PAMs & PAMs combined: n-3 



2.3.8a PAMs Methods To Instill Work Ethics
 
Rwanda
 

20 - - - - - - - - - - - -- - - - - - - - - - - - - - - -

15 
ci)
C 

0 

0 

CD. 

10 

1 2 3 4 5 

0 

6 7 8 

i 

9 10 11 12 

Methods A 

13 14 15 16 17 18 19 20 

Years of Service 

.6-10 yrs 

[]1-5 yrs 

Total Sample:n=8 (Ass PAMs & PAMs:n=2) 



2.3.8b PAMs Methods To Instill Commitment to Conservation 
Rwanda
 

........ ...........................­

0
 

15 -- - - - - - - - -

Cn 

Cl) 

0
 
0~
 

E 

5­
0 

0 Years of Service 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 El6-10yrs 

Methods B 01-5 yrs 

Total Sample:n= 8 (Ass PAMs & PAMs:n=2) 



- - - - - - - - - - - - - -

--

2.3.8c PAMs Methods To Instill Healthy Attitudes to Adjacent Communities
 
Rwanda 

20 - - - - - - - - - - - - - - - ­

1 5 -- --- - - - - - --­

0 

0 

S. .. .. .... .... . ... .. ... .. . ... ... .. . . . ... ... ..... . . .. . .. ...... ... .. . ... ...... . . . .. .. . . .. . . . .. . . . .. . .. . . .. 

~0
 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 ~ 6-10 yrs 

Methods C 01-5 yrs 

Total Sample:n= 8 (Ass PAMs & PAMs:n=2) 



2.3.9. PAMs Language Skills
 
Rwanda
 

Language skills 

9 Yes responses 

Total Sample:n=8 (Ass PAMs & PAMs:n=2) 



2.3.10a PAMs Computer Skills
 
Rwanda
 

50% 

Tota 8 (As I PAls& s n=2Sarnpleln= PA 

Copuerskll 

50% 

Computer skills 

E] No responses 

Uq]Yes responses 

Total Sarnple:n= 8 (Ass PAMs & PAMs:n=2) 



2.3.1O.b PAMs Computer Uses
 
Rwanda 

100 

80 T- - - - ­

ci, 
0 

co 60 

0) 

~40 ...... 

0 
WPAC D.A 

Coputer use 

Total Sample:n=8 (Ass PAMs & PAMs:n=2) 



2.3.11 PAMs identified Training priorities: 
Rwanda 

MAIN DIVISIONS 
ank I 21 31 4_ 5_ 6_ 7 

C[MPETENCIES 
8 9I 10 I 11 21131 14I[ 16 17 

T[ 

Blank 

A 

B 

C 

D 

E 

F 

G 

H 

1 - 3 

K 
Totas 2_ 1 _ _ I 

Total sample: n=8 Asst PAMs & PAMs combined: n=2 



2.3.12 PAMs training received: 
Rwanda 

TYPES OF TRAINING 
Competencies (Dot if training has occurred) 

Forn' Formal I In O other 
wildlife Other Service the-job 

2 a a 0 

(a) 3 _ _ 3 3 

4 U U 

Knowledge 5 U U U 

6 U U 

7 U U 

8 _ 

(b) 
9 

10 U 

Mental and 11 
Social Skills 

12 0 

13 0 

(c) 

tI Attitudes 

14 

15 

16 

0 

U J 
17 • 

Total sample: n=8 Asst PAMs & PAMs combined: n=3 



2.3.12d PAMs years since formal wildlife training recieved
 
Rwanda
 

No Date 
1 

ifil....
.


6-10 years 
1 

Total Sample n = 8 (PAMS & Ass PAMS combined: n=2)
 



2.3.12.f. Frequency at which training has contributed to PAMs skill level. 
Rwanda
 

30
 

o 20
 
E 0 

0 

2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17
 

Competency levels
 

Total Sample: n= 8 (Ass PAMs & PAMs: n=3) 



2.3.12.g.1 PAMs training that has contributed most: n-1-5
 
Rwanda
 

20
 

1 8 - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - ­

16 -------------------------------------------------------­

14 --------------------------------------------------------­

12 ---------------------------------------------------------­

10 ---------------------------------------------------------
E 
E 

8 ........................................................
 

4 --- --------­---------------------------------------------- Fo rm of Training 

tl......................................................
2 


U10 

2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 IV]F/o
 

Competency [F/wI 

Total Sample n=8 (PAMs & Ass PAMs n=3) 



2.3.12.g.2 PAMs training that has contributed most: n=6-10 
Rwanda 

20
 

18 ---------------------------------------------------------­

16 ---------------------------------------------------------­

14 -------------------------------------------------------­

_12 --------------------------------------------------------­

. 10 ---------------------------------------------------------
E
E E"8 ---------------------------------------------------------­

6 ----------------------------------------------------­

4 ------------ -- ----------- ---- --- --- ---- --- ---Form 

j, 

0 
2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 


Competency 

ol Training 

9l10
 

li 
ID F/o
 

INF/w I
 

- Total Sample n=8 (PAMs & Ass PAMs n=3) 



2.3.12h 	 Greatest training needs identified by gap analysis for PAMs & asst PAMs 
Rwanda. 

COMPETENCIES 	 ] 
Key 

MAIN DIVISIONS___ __ ___[9fo 	 1Knowledge (Gaps 2 or 3) Mental & Social skills (Scores I or 2) 1 

A Staffing
 

B Infrastructure
 

C Accounts
 

D Tactical Plans
 

E Laws & Regulations •__
 

F Visitors
 

* Interventions
 

H Comm Conservation
 

I Research
 

JPublic Relations
 

K Resource Conservation 0
 

Total sample: n=8 Asst PAMs & PAMs combined: n=3 



2.3.12i 	 Identified training priorities for PAMs & Asst PAMs 
Rwanda. 

COMPETENCIES 
MAIN 
DIVISIONS Knowledge Mental & Social skills 

A-
2 131 4[ 5 61781 9 10 112 111 

B 

C 

D 

E 

F 	 I 

G 
H 

Total sample: n=8 Asst PAMs & PAMs combined: n=3 

* Indicates areas of overlap with gap analysis 


