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EXECUTIVE SUl\IMARY

TANZANIA

TRAINING NEEDS AND TRAINING OPPORTUNITIES ASSESSMENTS

Introducdon

Protected Area Managers (PAMs) playa 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.

Traditic ,031 training institutions and programmes for PAMs in Africa have not kept pace with the increasing
demancls on effective protected area management. The PARCS (Protected Area Conservation Strategy)
project seeks ways to facilitate the process of addressing training needs in skills which PAMs themselves
recognise a deficiency.

The I?ARCS training needs and training opportunities as:aessment 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?'

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

Training Needs Assessment

Within Tanzania, the PAReS survey only focused on the Wildlife Division (TWD) and Tanzania National
Parks (TNP) although interviews were held with the Department of Forestry. and the Department of
Fisheries in Zanzibar. Both TWO and TNP had training plans but these did not encompass everything
included in the PAReS definition of a training plan l

•

Thirty two PAMs, one Field Opcrations Director (FOD) tcn researchers and two field associates completed
questionnaires.

Analyses of quearionnairc data provided the backbone of the traininl needs assessment. The levels of skills
required for the job (as set by PARCS3 in the questionnaire) were first validated to eniure that tbe
questionnaire lruly refleetcd the scope of responsibilities held by PAMs in Tanzania. Training needs for
each skill/competency were delermined by a 'gap analysis' which compared PAMs current skill levels with
those that PAMs considered were needed for thc job.

A Ir,inin. plln is defined here II I stl'llClUred proarlmme lIlal operates in a pre-set timetable 10 ensure thai all prolecled
area manaaement slIff receive adequale and appropriale Irainina prior to ISsumina lheir poSlS. [t also provides
professional development and rcrresher courses reaularly and monitors and evaluales Irainin, prolrammes undertaken.

TIle PARes' team or CDBlUlllnlllelllllOwled,1 Icvell based on their own experiencu in protected area mlnaaemenl in
Africa and on commen.. allll opinioRl (rum buill lovcmmenland NOO IMna,ement professional••



PAMs idencified training Ile~ds in che: fullowing general areas:

Knowledge Skills:
TWD
Policies and Procedures
Technical
Planning

Mental and Social Skills:
TWD
Problem Analysis/Creacivity
Evaluation
Comprehension

TNP
Policies and Procedures
Legal
Technical

TNP
Evaluation
Creativity/Written skills
Problem Analysis

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

TWO
• Ensuring harmonious relationships with neighbouring communities
• Ensuring appropriate infrastructure within budget
• Ensuring optimum levels of visitor satisfaction
• Representing the protected area and its interests in public meetings

TNP
• Ensuring optimum levels of visitor satisfaction
• Representing the protected area and its interests in public meetings
• Ensuring harmonious relationships with neighbouring communities
• Ensuring that all activities within the protected area comply with laws and regulations
• Ensuring agreed interventioh programmes are completed to budget and timetables

TWD and TNP feels tbat 'refresher' courses and the establishment of an in-service training progranune
would address tbe needs of wardens in the field and within the rest of the organisations. Both TWD and
TNP will continlJe to send members of staff to formal training institutes as part of their overall training
strategies.

FODs' training needs wert: identified as:

• Human resource devlopment
• Executive management

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

Tralninl OpportunitJes Assessment

An opportunities assessment was not undertaken. However the academic staff at the College of African
Wildlife Manasement (CAWM) at Mweka completed questionnaires to indicate the level of skills taught on
the diploma course in Wildlife Management. Information on CAWM i! fir",.",,,,,,,,,, .......

RecOllllMDdatiODl

The proposal to review the opportunities for formal training for all levels of protected area managers in
Tanzania, under an overall sector review. would provide a useful opportunity to ensure that an integrated
system is developed. This would allow all cadres of :;taff to have access to relevant formal training, and
the opponunity to proiresli through all levels in an efficient way ie bUilding upon skills already learned and
having these count towards entrance requirements for higher degrees. Ifsuch a system could be established,



3.lId if this was supplemented by an in-service programme wllich included more structured on-the-job
training, Tanzania would be able to offer an attractive career development path for its protected area
managers. The existence of Pasiansi. Mweka and the Universities of Dar and Sokoine make this a
reasonable goal.

• Fonnal

TWO and TNP will continue to use the College of African Wildlife Management as the primary
institute to provide formal training to their protected area managers. More than 50% of any year's ....
intake at Mweka are from Tanzania. The Directors of both TWO and TNP sit on the Board of
Governors of the college and are thus in a good position, and have a strong incentive, to ensure
that the college continues to provide relevant training for tbe needs of the organisations. This is
additionally important at a time when Mweka College has been criticised for not meeting the needs
of its constituency and as the college seeks to remedy lhis through its ongoing curriculum
development review.

Some TNP and TWO staff would like to continue their career development by undertaking an
undergraduate and then a masters degree. This would be appropriate provided the specitic skills
which would be learned reflect the needs of the organisations ami would help TNP and TWO to
reach specific objectives.

The developm~nt of a more detailed training plan would allow these organisations to set
training in the context of their future activities and their roles in protected area management
in Tanzania.

Masters courses in other countries in Africa should be considered as such courses may be
very relevant as well as less expensive than European or US courses.

Ano:her cosi.~t:ffective option, which could be explored, is for staff to enrol on a
corres?ondence course to attain a masters degree. Although working in this way towards
a degree requirt:s a lot of self motivation and discipline, it might be suitable for some staff
members.

• In-servic:e

Respondents lmd senior management in both organisations recognise that a well designed in-service
training programme would have advantages:

Such a programme would consolidate the present staffs experience and it would also
provide an opportunity to introduce new skills into the organisation at several levels ie both
for PAMs in the field and for headquarters staff.

The results of the PAReS survey could form the basis for designing such an in-service
training programme which .night include the opportunity to attend short courses run by
other organisations within the country, but also to run courses within TNP and TWO.

Both respondents and senior management within TNP and TWO have expressed the need for
'refresher' COYJ'ses in r~hni"ll' ....bj"'''''' to: ~;:iffi

Mweka College is well placed to perform such a function on behalf of the organisations and
the college authorities have expressed an interest in doing so. An advantage of running such
courses within a formal institute would be the possibility of establishin. a system so that
participants are able to gain some form of 'credit' for a course that is recognised by their
orlanisation and which could be built into salary increases and promotion criteria.



• College of African Wildlifc Management

Tanzania is extremely fortunate to have Mwcka College situtated within its borders. Several
countries surveyed in the PAReS project suffer major constraints by not having training
opportunities available at a national level.

II is extremely important that the Tanzanian protected area authorities, work with the
College authorities to ensure that Mweka retains its relevancy and prominence 3S a regional
training institution. Any initiatives which strer.gthen the college's expertise and services
will ensure that TNP and TWO still have this important training opportunity available to
their staff in the future.



SECTION 1

PROTECTED AREA CONSERVATION STRATEGY (PARCS)

1.1 TIlE APPROACII

1.1.1 Africa's system of National Parks and Protected Areas constitutes one of the most important
safeguards of the continent's rich biological diversity. Protected Area Managers (PAMs), the
decision makers in the field, play a critical role in the overall functioning of these areas. In
recent years a number of observations on faciors constraining effective Protected Area
management, drawn from experiences in the field, have been made. They include:

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

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

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

d Few PAMs have access to the fonnal 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 ~raining institutions and programmes need to revamp uleir curricula to address the
specific needs of PAMs.

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

1.2 THE PROJECT

1.2.1 In U,ht of the above the PARCS project seeks to address two questions: (i) what is ne~ed in
respect of Protected Area Manager training to enhance the conservation of Africa's Protected
Areu? and (ii) what can be done to provide this training for PAMs? (ii) what steps can PAMs
themselves take to identify ami design pilot educational efforts that respond to their needs?

This is to be done by:

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

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

c collaborating with PAM! in the development of 2 broad series of recommendations for
training Protected Area managelnent staff

I



1.2.2 The PAReS projel:t is envisioned as a lIlulli-ycar 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 skiIl levels

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

d assess training needs of PAMs

e identify constraints to adequate and effective training

f identify the institutions and programmes presently used for training

g identify potential opportunities for relevant training

h identify potential activities to evaluate appropriate training methods

1.3 OVERARCHING QUESTIONS

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

1.3.2 The Questions

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

a

b

d

e

f

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

What are the responsibilities recognized by PAMS?

How do PAM!' perceptions compare with PARCS' per.ceptions?

How do trainers' perceptions compare with PAReS' perceptions?

Has the job of PAM changed over last 20 years?

What are others' ~rceptions: do they match PAMs' andlor PARCS' perceptions?

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

a What are the overall constraints?

b What is the importanco or traioinl in overcominl constraint.? (as in 1.3.2.1]

1.3.2.3 Are PAMs skilled to the level judled by this training needs assessment to satisfactorily do their
job? Where arc the deficiencies?

a Are skilla slitisfactory compared to PAReS' perceptions of job skills?

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



1.3.2.4 What [raining has be~n received by current PAMs [hat is perceived by them as useful? How
much'! What kinds? Relevant to which kinus of job requirements?

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

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

c Does rraining received cover all major reQuirements?

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

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

f What do training programs aim for?

1.3.2.S Assessments of Field Operations Directors (FODs)

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

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

c What are FOD training priorities?

1.3.2.6 What funher training is required?

a Where are the biggest gaps perceived by PAMs between self-evaluated skill3 and those
required for the job?

b Where arc the biggest gaps perceived by others?

c What arc the constraints to .training?

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

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

1.3.2.9 What kindJ of tr.!ining should be recommcmJed?

1.4 THE PROCESS

1.4.1 Thc PARCS project is managed by the Biodivcrsity Support Program (BSP) and implemented by
a collaborative group of three NgO~: _The Afrjg..n Wiltfliff! Fn""tf"t;"r' {AWFn Wilcmfe
Conservahon Soclcty (WCS), and World Wildlife Fund (WWF). AWF is the lead organisation
in east Africa, WWF leads PARCS in southern Africa, and WCS has assumed lead responsibility
in francophone central Africa.

1.4.2 Funding for PARCS comes from the Burcau for Africa of the U.S. Agency for Inrernational
Devclopment (AID). Supplementary funding has been provided by WWF, with AWF, WCS and
WWF contributing scaff time to the projcct as well. Furthermore, each of the collaborating
organilations is drlwin. from iu expertile and experience with related on.oin. activities in the
field, to enhance the PAReS uaesamcntl.



1.4.3 Tile PARCS proje..:t is I~ by a U.S.- based core ream consisring of Kate Newman of BSP,
Cynthia J~nsen of WWF, and Amy Vedder of WCS. Regional Mamgers representing AWF
lDeborah Snelson), WWF (Michael Dyer) and WCS (Anneme Lanjouw) conducted rhe PARCS
assessments in rhe field. Barbara Pitkin of BSP coordinated the overall acriviries of rhe
collaborative group whilst Deborah Snelson provided field coordination of PARCS activities from
the A WF office in Nairobi. Dala analysis was carried out by Vilalis Wafula and David Sumba
of AWF.

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

..
1.4.5 After the workshop, the methodolugy was reviewed by a number of key members nf the

conservation community in Kenya and Zimbabwe and a sampling of wardens from se'.-:ral
African countries. The Regional Manager in southern Africa conducted a trial assessment of
training needs ii. Malawi between 13 September and 2 October 1992. The methodology was abo
reviewed by the core tcam in late September and amended in light of those reviews (Biodiversity
Support Program 1993). .

1.6.1

1.5 GOAL OF THE METHODOLOGY

1.5.1 A queslionnaire 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 (see annex n

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

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

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

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

1.6 TARGET GROUPS

The primary target group for the PARCS assessment Is the Protected Area Manager, the highest
rankin. manager on-site in a Protected Area. Across the many countries in the PARCS
assessment, • wide variety of individuals with a multiplicity of titles may act as PAM (e.g.,
regional officers, wardell, senior warden). In order fa idenlify rna-rrrnrrl..,. individuals f6f the­
assessment an eadt country, It was necessary to carefully examine organisational structures and
job descriptiom.

1.6.2 In some countries problems in Protected Area management may be a result of individuals who,
at tbe directorate level, have liule experience in such fields as management and plaMlng. Hencl',
In countries where the PAReS Regional Manager and his/her core team representative deemed
it possible and desirable, the assessment broadened to include the level of management above the
PAM, i.e., Field Operations Director (FOD) at departmental headquarters.



J.6.3 Ie is also recognised that in many cases the job of PAM wiIJ eventually be tilled by indiViduals
immediately below this level (der:;;Jing on organizational structures and the procedures of the
organization). The Regional MarL3ger and his/her core team representative may therefore have
decided to include in the assessment, individuals directly below the PAM. In Tanzania, for
eltample, there are senior wardens. wardens, and assistant wardens, so assistant wardens may
be included in the assessment. In countries such as Zaire, where there are rarely managerial
positions below the PAM, lower levels would not be included.

1.6.4 The ~tegorie.'i of people who were asked to participate in the assessment are listed below:

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

b Protected Area Manager (PAM);

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

d Field Operations Director (FOD)

e Trainersllecturers at wildlife institutions where PAMs receive :raining

f Research Officers

1.7 TARGET COUNTRmS

1.7. 1 The PARCS assessment was intended to cover as many countries in eastern, central and southern
Africa as possible. In this way, the end product should provide a comprehensive assessment of
the trainir.~ needs and op;.>ortunities over a sizeable part the continent.

1.7.2 Practical realities, however, inevitably dictated that in-depth assessments could only be done in
some countries, limited assessments in others' and no assessments in yet others. [n-depth
assC$sments involved in-country site visits and followed the methodology described irt this
document. Limited usessments involved more cursory assessments, often condu,-,c:d ,rrom
outside the country using means available (limited use of the questionnaire through selective
interviews and mailings, collection of baseline data through telephone interviews, Hterature
searches. etc.).

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

a government cooperation

b US~IO cooperation (for thos~ countries being assessed with USAID funds)

c civil war/unrest

d r:!ativ; irraji3itiiiee plieed un. ~until'5 biodiversity IIKt prorecrCd itc:u vi. a vis other
countries in the region

e potential for follow-on activities

I.7.4 A preliminary CAtegorization of countries wu made. This was as follows:

EAST AFRICA
In-Depth Assessments: Tanzania (including Zanzibar), Kenya, Uganda, E~i1iopia

Limited Assessments: Somalia



..

...

CENTRAL AFRICA
In-Depth Assessments: Cameroon, Congo. Rwanda, Zaire
Limited Assessments: Burundi. Central AfricJn Republic, Gab )il

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

assessment only)

1.8 PRELIMINARY GROUNDWORK

1.8.1 Regional Managers arranged an initial meeting with a senior official. usuaily the Director. at
Departmental headquarters. If there was a person responsible for training stationed at
headquarters that person w:u also contacted. Thl: initi-.:I meeting could be simply an informal
one where the Regional Manager describes the PARCS project and requested information to be
collected and appointments to be made in preparation for a more formal meeting.

1.8.2 At the formal meeting at headquarters, the following sorts of ir.formation was gathered:

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

b minimum requirements for. and description~ 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 opportunilies (workshops, seminars: who attends? how many? financing?)

g number of Departmental training officers (job desciptions?)

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

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

1.8.3.1 The preferred (PAReS) strategy for conducting the questionnaire was for the Regional Managers
to hold interviews and discussions with PAMs and make site visits to directly observe Protected
Area management. The Regional Managers however had to tailor their approach to individual
country eircum,'.~f!.. 0r'in"-!ct C'cndl.:cefng~ qUesti6flfliifC wm: to;

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

b explain Ihe qUCltionnaire and leave it for the PAM to till it out on histher own rime

c explain the queatlonnaire In a workahop and have PAMa till Ie out individually

d mall out the questionnaire



e use a consullant or collc~gue to do one or more of option~ a-c

1.8.4 The Director was invited to decide on which was the best method for the PAReS assessment,
and of[C::1l helpet! to set up meetings and/or workshops with PAMs. He/she was also asiced to
reconunend people to talk to about training opportunities.

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

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

a Strategic planning

b Development and compliance of policies, procedures. and standards

c Representation of organization and public relations

d Planning optimal deployment of well-motivated competent staff

e Development and achiev.;ment of operational plans and budgets

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

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

h Managing concessions in protected areas

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



SEC7~ON 2

TRAINING NEEDS ASSESSMENT

2.1 INTRODUCTION

The primary (ocus of the PARCS training needs assessment in Tanzania were PAMs in the
Wildlife Division (TWO) and the Tanzania National Parks (TNP). Although the Forestry
Departmenc is responsible for the management of some protected areas. it was not included in
the survey as a recent assessment of training needs was undertaken ;11 the preparation of a
regional biodiversity project currently funded under the Global Environment Facility (GEF).
Several sub-projects have been developed and include support to t"~ Forest Faculty at Sokoine
and the development of in-service training within the Forest Division.

At present Zanzibar has no national parks or marine parks. although there are plans to establish
some sort of conservation area status for some forests and marine areas. Zanzibar was included
in the PARCS survey in order to assess current skill levels in protected area management. The
results of the survey in Zanzibar are presented in AMex 2.

2.1.1 Summary of Tanzania's Protected Area system

See Figure 1 for a summary of Tanzania's protected area system (meN 1992). In November
1992 the Udzungwa Forest Re..o;erve was up-graded into a national park.

2.1.2 Protected Area authorities

All natural resources are administered oy the Mini:.:try of Tourism, Natural Resources and the
Environment. Falling under the jurisdiction of this ministry is the Wildlife Division and five
parastatals accountable to the Permanent Secretary through the Wildlife Division: Tanzania
National Parks, Ngorengoro Conservation Area Authority (NCAA), Tanzania Wildlife
Corporation, Screngeti Wildlife Research Institute, and the College of African Wildlife
Management (CAWM). Please see Figure 2.

The organisational structure of TNP is shown in Figure 3. TNP has about 700 people working
within the organisation.

The TWD has a Director of Wildlife and the following sections: Development and Management
of Game Reserves; Research, Training and Extension; Anti-poaching/Law enforcement;
FinaneelAdministration and Project Ana'ysis and Planning. There are over 2500 staff meml'ers,
most of whom are based in the field. The majority of game reserves are controlled and financed
on a regional basis (rclional projects), while seven areas of special importance are known as
national projects and corne directly under the management of the Wildlife Division (Wildlife
Division 1991).

2.1.3 National conservation strateu and conservation objectives

The overall conservation loal of Tanzania is to integrate wildlife conservation with rural
developmenl, and to maintain a viable network of protccted areas which will benefit rural people,
meet the demands of future generations of Tanzanians and which will conserve the country's
native fJon and fauna (Wildlife Division 1991). Specific objectives of this strategy are:

• to create a representative sample: of protected areas which include all important biomes ot
the country

• to improve protected areas management by creating a single management authority



Figure I SUMMARY OF PROTECTED AREAS

Milpf N~;QnGJ/;n/trnQtionaldlsitnal;"ns IUeN mana,ement Area Vur
rd. NllRle or area calelory (ba) nOlified

Nalional Par/cs
I Arusha II 13,700 1967
2 Gombe II .5.200 1968
3 "alOlvi II 22.5,300 1974
4 "ilimanjill'O II 7.5•.57.~ 1973
.5 Lake Manyara II 32,.500 1960
6 Mahalc Mountain II 1.57,700 1985
7 Mikumi II 323.000 1964
8 Roaba II 1,295,000 1964
9 Ruoondo II 45,700 1971
10 Sercnlleti II 1,476,300 1951
II Tarangirc II 260.000 1970

GtJt.&e Reserves
12 Biha."amulo IV 130.000 1959
3 Burigi IV 220.000 1980

14 lballda IV 20,000
15 Kilimanjaro IV 90,000
16 Kizigo IV 400.000
17 Maswa IV 220,000 1969
III MLolI\a~i IV 100,000 1951
19 MounlMcN IV 30,<XlO
20 Moyowosi IV 600,000 1982
21 Rumanyika IV 80,000
22 RUlIgwa IV 900,000 1951
23 S....d.ani IV 30,000 1968
24 Sclous IV 5.000,000 1922
25 Ugalla IV 500,000 1964
26 Ulllba IV 150,000 1974
27 Uwanda IV 500,000 1971

Cons~rwJt;on Area
28 N"urull~OC'O VIII 828.CJO 1959

ForlSI Reurvl
H Ud:tuDawa IV 120,000 1959

11101,11'" R'II""
Lake MaRyara National Park IX 32.SOO 1981
SercngcLi.N,orODloro IX ., 1nc ,nn ."'".·'."_liVU rnn

World n"II4" Su"
Ml KililllllnjlU'o National Park X 75,575 1987
NaoroolQl'o Cooscrvalion Area X 828,800 1979
SclOIII Oamc Reserve X 5,000.000 1982
Se:rcnacli Nalional Park X 1,476,300 1981

CillCI01Y VIII (un:»l rClIllJ \'u lire neither listed nor mapped.

'Loclliun. of mOil protccled areu If' shown on Ihe accompanyin, map.



ORGANISATIONAL CHART OF WILDLIFE MANAGEMENT
BY GOVERNMENTAL AND PARASTATAL ~UTHORITIES IN TANZANIA
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Figure 3

lANZANIA NATIONAL PARKS
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• co set :Jsidc wildlife: lll:Jnagcment are::JS where wildlife ulilis•.uion schemes directly benefit
viI/age communities and the private sector

• to develop a wildlife industry based on t(lurism, safari hunting, game ranching/farming and
\'iIIage wildlife schemes

The Tanzania National Parks mandate as stated in the Draft National Policies for National Parks
in Tanzania. September 1992 is:

• "to manage and regUlate the use of areas designated as nat'.:;mal parks by such means and
measures to preserve lhe country's heritage, encoml'assing natural and cultural resources,
both tangible and intangible resource values. including fauna and flora. wildlife habitat
natural processes, wilderness quality, and scenery therein and to provide for human benefit
and enjoyment of the same in such manner and by such means as will leave them
unimpaired for future generations. "

2.1.4 Existing training programmes

2.1.4a TWD

2.1.4a. I The Wildlife Division has a section'Research, Tr'lining and Extension' which is responsible for
developing a training programme on behalf of ttt: whole department and also for coordinacing
some training activities for TNP and NCAA staff. Training within TWO is currently provided
at four levels:

I . Ranger training at Pasiansi Wildlife Training School. This las~s for one year and TNP.
TWO and NCAA all use the facility

2. Assistant Game Officer level training at the certificate course at Mweka. 2 years. '0' level
entry requirements.

jIOJI

Diploma I 2 down on usual amount
II 8

Certificate I 2 - down on usual amount
II 12

Year 1 6
2 3
3 I

MSc course 2• External

3. Assistan~ Game Officer level training at the diploma course at Mweka. 2 years. 'A' level
entry requirements

4. Warden training at university level- usually the Zoology and Wildlife Ecology aSe course.
3 y~ars. For 'A' level or diploma holders.

2.1.4a.2 TWO has a manpower development/training plan up to 1999/2000 which Includes training at the
four levels listed above but which is unlikely to be fully implemented with the funds presently
available for training_ Built into lhe plan are a variety of proposed courses including a dipioma
in journalism, veterinary science and law degrees, pilots' licences, ballistics and zoo
management. Funds for training are made available lhrough the Manpower Division and Central
Establishment and in 1992/93 the funds received for training were 8 million shillings (US$
20,000) and represented 2.3" of the TWD annual budget.

2.I.4a.3 In December 1992 TWO had thoe following staff beina trained:

• Pasiansi
• Mweka

• Dar Univ

16



2.I.4a.4 TWD keeps records of /he: /raining all scaff, above the posicion of Game Assiscanc (n= 153), have
received as well as conferences/seminars which have been a/tended as these are considered to be
part of training. There is no in-service training programme other than the provision of formal
training. After receiving training at lhe certificate/diploma/degree level all staff are bonded for
five years.

2.1.4a.5 There are currenl)Y several donor·funded projects providing support to prolecled area authorities
and many <)f these include training componenls. Projccl training programmes are usually
undertaken by providing formal training (OOlh within and oUlSide Tanzania), study tours, short
courses and on-the-job ~raining. Little focus is placed on establishing an in-service training
capacity. TWO does not track the funds available for training through these projects.

2.t.4b TNP

2. I Ab.l In the past training records were not kept by Tanzania National Parks and no in-service training
programme was in place. The funds made available for training were used to support students
at Mweka and in some cases at the University of Dar es Salaam. Following an organisational
restructuring the responsibility for training now faUs under the Director of Administration and
Personnel. This post was filled for the first time in 1992 and after the present incumbent's
appointment a training and development programme was developed in order to introduce more
modem management. lIS implementation was approved by the TNP board. A training plan was
developed (see Annex 3) and is currently being implemented. TNP set aside 16 million TZ
shillings (USS 40,000) which represented 1.6% of the TNP recurrent budget to fund some
sections of the plan, and requested external donor assistance with out-oi-country activities. TNP
expressed an interest in being involved in the PAReS project as it was appreciated that the resulls
could be useful in drawing up a subsequent plan. TANAPA has recenlly appointed an officer
within the administration depanment who is focusing on manpower development, developing a
training plan and seeking funds for its implementation.

2.1.4c Short Course

One initiative • the Wildlife Conservation Management Training Program • run by the
Smithsonian Institute in Tanzania should be mentioned. This 6 week course was run in 1991 and
1992 and sought to teach PAMs from the various wildlife authorities an extremely broad
spectrum of skills, from computer usc, proposal writing, basic ecology, to censusing populations,
plannina research programmes and community conservation. The course coordinators tried to
build in fullow-up support to participants, by seeking funds for project proposals. Several of the
participants expressed a feeling that the course tried to covcr 100 much and was taught in
isolation of their organisations' needs. The course coordinators hope to offer the course again
in Tanzania and this would provide an opportunity for lhose responsible for training within TWD
and TNP to ensure that the most appropriate staff members are targened, and that the course
addresses training needs within the agencies.

2.1.5 In-country PAM profile

Most PAMs within TWO and TNP enter the organisations after leaving school (and having
undertaken national. service)_.'!Y!thinTNP 'puk ~~ets_' are .posted to work ~n A n:a'lnn~1 r...."
fon:Jp-wone-year, NMre 5elng offered a prace at Mweka to undertake a certificate or diploma
course. TWD 'same assistants' usually go straight to Mweka· wilhout underaoing a period of
field work first. In some cases lOp graduates of Pasiansi Wildlife Training School (ie ranger and
game scout level) may win a place on the certH'icate course at Mweka and continue their career
development up to a warden,

Neither TNP or TWD had job descriptions available for Ihelr PAM positions,



2.2 METHODS

2.2.1 Data analysis

2.2.1.1 Results from the analyses of questionnaire data were expected to provide the backbone of the
trainiqg needs assessment. In the first instance it would be necessary to determine whether or
not ttle levels of knowledge ('some', 'working', 'in-depth') considered appropriate by PAReS
for skills in the various competencies within each Main Division of the Job were in agreement
with those considered approprhlte by the different categories of respondents (Ass£. PAMs, PAMs,
FODs, Research Officers, Trainers, etc). A validation analysis was therefore designed which
compared PARCS score with respondent's scores was calculated and, if above 70%, the
questionnaire was considered 'validated' with the levels of knowledge set by PARCS being
considered on average to be correct.

2.2.1.2 To determine where a gap in knowledge occurred between what was required for a given skill
(as set by PARCS and validated by respondents) and the actual level of knowledge possessed by
each respondent, i.e. a training need, a 'gap' analysis was carried out. That involved comparing
PARCS' and respondents' scores and looking for positive differences (i.e. gaps-of +I, +2 and
+3). Positive scores arise when the level of knowledge set by PARCS for a given skill is higher
lhan the level possessed by the respondent. The bigger the gap, the greater the training need.
Negative scores and scores of zero indicate that a respondent has higher knowledge (or at least
the same as set by PARCS) than that required for the skill in question.

2.2.1.3 Although PAMs were the principal target group for the training needs assessment, other groups
(e.g. FODs, Research Officers, etc) were also asked to complete questionnaires, not to assess
their own training needs but rather, to indicate what they thought the levels of skill knowledge
were for PAMs they had worked with and/or supervised. This was deemed important from the
point of view of obtaining perspectives on PAMs skills and training needs from sources other
than PAMs.

2.2.2 COWltry-specific methods

2.2.2.1 The training needs assessment was undertaken through several methods in Tanzania:

• 2 questionnaires were completed by TNP wardens and 2 TWO staff during visits to the
AWF offices in Nairobi.

• 40 questionnaires were mailed out to PAMs and RMs workinlJ for the TWO.

• A workshop wu held in Nairobi in early September 1992 and wu attended by 8 TWO
researchers and headquarters staff. The questioMaire wu explained during the workshop
and completed afterwards. A discussion about training needs was also held.

• A workshop wu held at Lake Manyara National Park on 20 January 1993 and attended by
8 participants from TNP including Chief Park Wardens and wardens from four of the
nonhern parks. After opening remarks rrom the Director of PersoMel and Administration,
the participants completed the questionnaires. A post-questioMaire discussion was held.

.. A. WUi kshop wu i1eRt wtm Ilaff trom file 'Zal'lZiDar Forestry and Fisheries Departments on
6 October 1992 and 6 questionnaires were distributed.

• The AWF Conununlty Conservation Project officer. working as a technical advisor within
TNP, distributed questionnaires to TNP wardens during his visits to the southern and
western parks.

2.2.2.2 A total of 47 PARCS questionnaires were completed for Tanzania.



2.2.3 FODs comments on training needs

2.2.3a TWD

2.2.3a.1 An interview was held with the Section Head for Research, Extension and Training. He felt that
the important training needs for TWO PAMs are:

• refresher courses in technical knowledge areas
• community conservation methodologies
• general environmental conservation training
• specific technical training (eg pilot licence, remote sensing) for some staff

2.2.3a.2 He felt that refresher courses would be a good method for covering certain subjects and that they
would be good for staff motivation. He mentioned that these were not currently built into the
long-term training/manpower development plan for TWO. He stressed that study visits outside
the country and formal training opportunities in Europe or the US were very motivating.

2.2.3b TNP

2.2.3b.1 The Director of Paries Management and Conservation at TNP felt that PAMs (Chief Park
Wardens) should hold MSc degrees as minimum requirements and that formal training was the
best method for providing field staff with technical skills. He felt that in- service training was
an appropriate method for training non- wildlife TNP staff in basic ecology etc, so that they had
an overall understanding of the mission of the organisation. He stressed the importance of
induction training for all recruits, partiCUlarly in areas of policy and procedures. The TNP FOD
expressed the view that there was expertise for training available, and that TNP had a training
plan, all that was needed was funds to implement it. There was a clear difference in perception
in TNP between the FOD and PAMs about approaches and the efficacy of in-service training.

2.2.3c Both FODs identified human resource development and executive management as training needs
for their own posts.

2.2.4 Analysis or Questionnaire

2.2.4. I To facilitate analysis of all data generated by the questionnaire, a set of Data Sheets was designed
to store and son data and to facilitate computer analysis. the follOWing seven Data Sheets
comprised the set:

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

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

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

d Data sheet 0: for recording responses to the three 'Attitudes' questions.

e Data sheet B: for recordin. responses to knowledge of local languages and usc of
computers.

f Data sheet F: for listing the three training priorities identified by respondents linking them
to the 16 Competencies and 11 Main Divisions of the Job in the
questionnaire. Sheet F is also used to list the fonn of training considered
best to address each training priority.



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

2.2.5 Gender

The question related to gender was added to the questionnaire in December 1992 and so some
respondents did not have an opportunity to provide this information. There are very few women
working with TNP and TWO although some do hold senior posts ego Chief Park Warden within
TNP.

2.3 RESULTS

The results of the PARCS survey in Tanzania are presented below. A short paragraph follows
each set of results and provides a brief interpretation of those results within the Tanzanian
context.

Throughout this section of the report reference will be made to figures and tables which provide
results drawn from various analyses of questionnaire data. Each analysis figure and table is
defined by a PARCS number which generally refers to the paragraph in Ihe results section where
the figure/table is relevant and may be presented. These PARCS numbers are to be used in ill
countlY reDons to allow direct comparisons of training needs within and between countries in lhe
three regions in which PARCS Phase I was conducted. However, because of individual country
differences in data collection and presentation it may be necessary to include new figures and
tables and/or delete others. Each figure and table when presented in it, chronological order will,
wherc appropriatc. be accompanied by its PARCS number in parenthesis.

All of the analysis was done using data from questionnaires completed by 27 PAMs and Asst.
PAMs. from the two participating organisations.

2.3.1 Data Collection Table (fable 3)

The methods for collecting data for each organisation are oullincd in the tables below.

Tanzania Wildlife Division (TWO)

p

METHOD
POSITION Interviews

3 4 5 6 7 Totalonly 1 2

I ASSI PAM 3 1 4

2 PAM I 6 7

3 1M 1 4 ~

4 FOD (for PAMs)

5 FOD (for own job)

6 Tramer

7 Researcher I S 3 9

8 Field associate I I

9 Private Sector PAM

Total 2 9 3 12 26

otal sam )Ic: n-26

20



Tanzania NOltional Parks (TNP)

p

IPOSITION I METHOD o ToOd IInterviews I ]4 ~only 1 2 3 6

1 Asst PAM 2 4 3 9

2 PAM 4 3 7

3 RM

4 FOD (for PAMs)

5 FOD (for own job) I 1

6 Trainer

7 Researcher 1 1

8 Field associate 1 1

9 Private Sector PAM

Total 2 8 10 20
otal sam )Ie: n-'20

KEY: Regional Manallcr
I. Explain qucslionnaire 10 PAM/FOD Ind fill oul wilh RM nearby
2. Explain qUt:5lionnain: to PAM/FOD Iflll lcave 10 fill OUI in own time
J. Explain questionnaire to PAM/FOD It workshop and fill oul individually wilh RM nearby
Consullanl
4. Explain qUt:5lionnaire 10 PAM/FOD Ind till oul wilh consultanl nearby
S. Explain queslicJI1naire 10 PAM/FOD Ind leave 10 lill OUI in own time
6. Explain queslionnaire 10 PAM/FOD It workshop anc! fill OUI individually wilh consultant nearby

7. Send oul questionnaire by mail

2.3.2 Background Infonnatlon Sheets

Information sheets were not collected for any protected UCU.

2.3.3 Respondents' Yean in Service/Yean as a PAM

Although not all respondents completeti the questionnaire for both parts of the question, rhe data
provided on the numben of yean they had served in service and the numben of years in which
they had been a PAM arc tabulated below.

1-5yn 6-10 yn > 10 yl'l ~
Ol'lanlsaUon

Service 1 'pAl "'! "'..- ..,.... 1 PAM ... . ! 'YAM 1!
.•. ~~ .-ante

I~~::~-I-:-EO-;-1 :1----:-I : I
Both organisations had a ~road spectrum of years during which staff had been serving. The table
indicates that Itarf can ell.lC:el to be a PAM within about 6·10 yean of service.

21.



2.3.4 Validation Analysis for Knowledge

2.3.4.1 Additions and Deletions to Accountabilities and ':esponsibiJities

See Annex 4 (PARCS 2.3.4a) for additions.

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

To check the validity between PAMs' and PARCS' score for 'Knowledgc' skills (columns 2·7,
rows A-K in the questionnaire), an analysis was conducted which compared the scores given by
PAMs in the left hand box of questions 1-64 under 'Knowledge' with those of PARCS. A
positive difference in score indicated that PAMs considered the level of knowledgc required to
perform a given skill is lower that the level considered appropriate by PARCS. Negative values
indicated that higher levels of knowledge are required. An average score was then calculated.

The scores for this werc: TWO 84%
TNP 92%

This meant that overall Tanzanian PAMs considered the knowledge levcls suggested by PARCS
as very relevant to their situation and an appropriate standard of comparison for the rest of the
analysis.

Where there was disagreement respondents fell that PARCS had mostly ranked the knowledge
levels thus:

1 TWO TNP

Technical Mixed Over
Management Under Under
Planning Under Under
Legal Under Under
Policies and Procedures Undcr Over
Financial and Accounting Under Under

The above results reflect the different perspectives of the two organisations and the roles of the
respondents. Thcy mostly stated that high skill levels were needed in all the ~ections of
knOWledge except Policies and Procedures and Technical Knowledge. This probably reflects the
recent paucity of on-going training and support for the TWO and TNP staff and the perception
that there needs to be skills training within the organisations.

For readen interested in knowinl which specific questions respondents felt PARCS had
significandy (under 50% agreement) under scored these are liven below:

19. Some knowledac of human resources lecbnlques and their application as appropriate (eg job
evaluation, salary structuring, training needs analyses) (TWO and TNP)

36. Some knowledgc of dcvelopment of research plan for the protccted area (TWO and TNP)

The questions where TWD staff felt PARes had significantly over scored were:

46. In-depth knowledge of leal aspects of collecting/exporting materials and specimens

47. In-depth knowledge of the legislation regarding protected areas

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

A 'Gap Analysis' was used to compare PAMs and Asst PAMs 'Knowledge' scores against
PAReS' scores. This was designed to give an indication of the difference between PAMs and
Asst PAMs perceived skill levels and skill levels deemed necessary by PAReS. The resulls are
shown in Annex S (PARCS 2.3.5a). Each of the six sets of hislograms, representing the six
competencies under 'Knowledge', show the differences in scores between PAMs and Asst PAMs
and PARCS. Negative values indicate the PAMs' and Asst PAMs' skiil is higher th.m that
required for the job; positive values indicate the a training need, and zero values indicate exact
agreement between PAMs and Asst PAMs and PAReS as to required knowledge. The greater
the differc:nce between PAMS' and Asst PAMs' and PAReS' positive scores, the greater the
training need in that competency.

The six cl,;mpetencies are: Technical, Management, Planning, Legal, Policies and Procedures,
Clild Financial/accounting.

2.3.5.1 General Results

An overall review of the results will be presented first. In order to see to what extent training
needs occur in the different competencies the data was examined to find out in what percentage
of the questions in anyone competency, at least 60% of the respondents identified a training
need. This data is presented in Table S below. Although this table does not give any indication
of the size of the training needs (ie whether there is a score of I, 2 or 3), it does provide useful
information.

Table 5. Percentaee or questions in each cOll1petency in "'hidl at least 60% or respondents identified
a trmoine need, using the PARCS standard for comparison.

Skill . "PARCS Standard

TWD TNP

Technical Knowledge 82 41

Management Knowledge 40 30

Planning Knowledge 7S 50

Legal Knowledge S6 56

Policies &. Procedures knOWledge 90 7(\-
Financial Knowledge 67 33
<>Cal sample: n=46 (TWD-26, TNP=20)

(Asst PAMS &. PAMS combined n: TWO-ll, TNP-16)

TWD: Policies and Procedures emerges as the competency with rhe highest percenrage. The
scores Irc hi~h for Tcdmica1lCnnw'~tig~ .,.,f pl::-::l:-; YaiiGwledie ti~.

TNP: Policies and Procedures emerges u the top tfaining need. Legal Knowledge and
Planning Knowledge ~re also Identified.

It Is perhaps not surprising thar Policies and Procedures is an area where PAMs reel they need
training. To work effectively a job holder must be fully aware of me organisation's policies and
procedures. Many prlltccred area authorities lack up-to-date procedure manuals and this training
need has been rcnccted throughout the PARCS survey. The need for plaMing skills is consisb:nt
wilh the level of responsibility PAMs have within their protected area.



For the purposes of designing a training strategy the above results are obviously important. but
an understanding of which subject areas have particularly large training gaps is essential in
helping prioritise development or auendance on training courses. The data collected can show
this in both competencies as well as in [foe main divisions of the jcb.

The table below looks at what percentage of questions reveal a signifir.ant training need. For the
purposes of Ihis analysis an average gap of 2 is taken to be a significant training need.

Table 6. The percente.ge of questions in which an average gap of about 2 was identified for
knawledge competency areas.

TWD TNP
Skill

PAM RM HE FA PAM RE FA
0=11 0=5 0=9 0=1 0=16 0=2 n=1

Technical Knowledge 0 0 0 S3 12 12 0

Management Knowledge 0 0 0 20 0 0 0

Planning Knowledge 0 0 0 SO 8 2S 0

Legal Knowledge 0 0 0 22 11 0 11

Policies & Procedures knowledge 40 0 10 100 70 40 0

Financial Knowledge 17 0 0 83 17 17 0
ot31 sample: n=40 (TWU=26. T IP=20)

TWD: The above results show that there are overall PAMS perceive that they do not
significant training needs. The main need is in the subject areass Policies and
Procedures. The above table also includes data from a regional officers (RM).
researchers (RE) and a Field Associate (FA) ie target validators. There is general
concurrence between the other staff within TWD. However. the Field Associate feels
that there are significant training needs across alE competencies. This is a common
finding across the PAReS survey.

TNP: These results again cite P<ilicies and ProcediJres as an area with great training needs,
but also indicate that PAMs feel that they have significant training needs in the area
of Financial Knowledge and Technical Knowledge. Researchers would also include
Planning Knowledge. The Field Associate does not feel that there arc significant
training needs in TNP.

The 'gap analysis' results can also be looked at from the perspective of the main divisions of the
job as shown in table 7.



'fl1blc 7. Percentage or questions 'n which an average gap or 2 was fdcnUned by main division or the
job.

TWD TNP
Skill PAM RM RE FA PAM RE FA

n=l1 n=S 0=9 0=1 0=16 0=2 n=1

A = Staffing 0 0 0 17 17 17 0

B = Infrastructure 17 0 17 17 17 0 0

C = Financ.e/accounts 0 0 0 7S 0 0 0

D = Tactical plans 0 0 0 SO 0 0 0

E = Laws and Regulations 0 0 0 80 20 0 0

F &Or Visitors 14 0 0 71 43 29 0

0 - Interventions 0 0 0 80 20 40 0

H = Community Conservation 2S 0 0 7S 25 2S 0

I = Research 0 0 0 50 17 0 17

J = Public relations 14 0 0 29 29 14 0

K = Resource conservation 0 0 0 50 0 2S 0
otal sample: n=46 (TWU=26, "NP=20)

TWO: This table shows that wardens feel there are only four main divisions of the job where
they have sjgnifiea", training needs ie

• Community Conservation (H),
• Infrastructure (B),
• Visitor Services (F)
• Public Relations (J).

However the Field Associate feels that there are training lleeds in all main divisions of
the job.

TNP: TNP staff perceive that they have significant training needs in several main divisions
of the job - most notably the following seem important:

• Visitor Services (F)
• Public RelatiCins (J)
• Community Conservation (H)
• Laws and Regulations (E)
• Interventions (0)

Researchers would also include Resource Conservation.

Community conservation and public relations are very interlinked ana it is in~eresting that both
organisations feel that they need to strengthen their skills in this area. TNP already has a
Community Conservation Service in place, which is probably why it ranks ilower on the TNP list
than the TWO list. Although Tanzania attract many visitors to its national parks and to some
game reserves, Ihe organisations have not placed major emphasis on develi:)ping visitor services
and this is clearly felt as a lack by the PAM•.



2.3.5.2 Specific Results

The general results have shown that most respondents perceive that they have training needs In

certain competencies and this is confirmed by input from other colleagues and the Field
Associates. The data analysis can show where the significant training needs, ie those with a score
of 2 or 3(·), occur. For readers interested in Ihis specific information. each competency is
examined below and the areas where significant training needs for at least 2S % of the
respondents were found are detailed. Annex 5 presents the gap analysis data in histogram form.

a. Technical Knowledge (WildlifelTourism)

Training needs (ie scores >0) were identified for all 17 skills (Column 2, Rows A-K) under
Technical Knowledge by both TWO and TNP respondents. The greatest needs (scores ~ 2) were
identified in:

TWO TNP
TWO TNp·
TWO- TNp·
TWO TNp·

TNP
TWO TNp·
TWO· TNp·

TNp·

TNP

knowledge of visitors expectations
protected area infrastructure techniques and site design
interaction between tourist and local areas
interventions needs, techniques and implications
knOWledge of research methodologies
context of the protected area in the regional/national/global arena
types, locations, trends and requirements of important natural and cultural
resources in the protected area
types, locations, trends and requirements of threatened and endemic fauna
and flora and the key species of the ecosystem
knowledge of surveys and monitoring techniques

•

(. - score of 3)

The above list covers a range spectrum of knowledge skills. All are skills which may be covered
in a formal training course (eg at Dar es Salaam University or Mweka) but which will need to
be reinforced within the context that a warden finds himself working. These provide a good
example of the kind of knowledge skills which an in- service training programme could be
designed to cover.

b. Management Knowledge

Training needs (ie scores >0) were identified for 8 out of 10 Skills by TWO respondents and
all of the 10 skills for TNP respondents (Column 3. Rows A-K) under Management. The
greatest needs (scores ~2) were identified in:

TNP knowledge of management of accommodation and catering facilities under
protected area jurisdiction

TNP knowledge of protected arca vs people conflict management

These results confirm that the TNP PAMs recognise that conununity conservation programmes
arc important, but that they lacle sleills to implement such a project. The Conununity
Conservation Service has a major Iraining programme currently underway. With regards to the
management of tourist facilities, most facilities in Tanzania are leased to concessionaires and
where they are under a_warrl~n'~ ·"p"'rvish, the:: .~ \lsuall)' simple ind basic. it wooid be'
possible to provide wardens sufficient skills to manage thcse basic facilities to a high standard,
through a short in-service course.

c. Planning Knowledge

Training needs (ie scores >0) were identified for 11 out of 12 Skills by TWO respondents and
all of the 12 skills for TNP respondents (Column 4, Rows A-K) under Planning. The greatest
needs (scores ~2) were identified in:



TWO TNP*
TNP
TNP

.- knowledge of techniques in developing long and short-term visitor plans
how to develop and implement protected area management objectives

-- how to develop and maintain a protecled area management zoning system
(- .. score of J)

In many protected area authorities planning is often perceived as a separate activity undertaken
by a discrete unit and this is presently the case within the TWO and TNP. However both units
have worked with PAMs in the development of protected area management plans and increased
skiJI levels in this way. However, planning does not just involve the development of
management plans and TWO and TNP respondents do recognise a need for further training in
general planning skills - although this need is not as high as that identified by other countries in
the East Africa region.

d. Legal Knowlet.'ge

Training needs (ie scores >0) were identified for all 9 of the skills by TWO respondents and for
8 by TNP respondents (Column 5, Rows A-K) under Legal. The greatest needs (scores ~ 2)
were identified in:

IC

TWO
TWO
TWO

TNP
TNP
TNp·
TNp·
TNp·

relevant laws and regulations (eg firearms, arrest, charging)
contract law as applicable to concessionaires and visitors
relevant laws and regulations related to interventions
legal aspects of collecting/exporting materials and specimens
legislation regarding protected areas

(. - score of 3)

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

e. Policies and Procedures Knowledge

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

TWO TNp·
TWO· TNp·
TWO
TWO- TNp·
TWO· TNp·
TWO- TNp·
TWO- TNp·
TWO- TNp·

staffing
infrastructure
accounting
laws and regulations within protected areas
visitors
interventions
conununity conservation
public relations

(. - score of 3)

The development of the Policies and Procedures for an organisation is usually the responsibility
of the more $cnior dcci!ion. m.ar"'... "nw..u..~'p~.!'-f:~m:r.y ;a&aa nGoo iO-be- ftiluiiial witilbcrtt
policies and procedures to allow them to be effective in the field. The size of the above list.
covering all of the 10 main divisions of the job, confirms the findings in 2.3.5.1 that this
competency is one of the most important areas where TWO and TNP should focus in future
training programmes.



f. Fin:mcial Knowh:dge

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

TWO TNP
TWO· TNp·

TNP

record keeping for financial disbursements to local communities
records of resources used or resources shared (both financial and in-kind
distributions) with local conununities
budget and allocations for research activities

(. - score of 3)

With the recent approval of the concept of revenue sharing by the TNP board, wardens are very
aware of the need to track any form of benefit sharing with local communities. This will be very
important for TNP as it seeks to show that wildlife and protected areas can have a positive impact
on neighbouring communities. It is likely that both organisations could benefit by interacting
over the development of 'benefit sharing' tracking systems.

2.3.5.3 Biomes

The PAReS project also recorded information on biomes. In Tanzania respondents were
managing savaMah, forest, and montane protected areas.

2.3.6 Validation Analysis of Social" Mental Skills

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

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

The scores for this were: TWO 91 %
TNP 84%

The high scores recorded indicatc that there was good agreement that the mental and social skills
~cacribcd by PAReS were relevllnt protc."Ctcd arell manllgers in Tllnzania.

2.3.6.2 'No' Response by PAM. and Asst PAMs

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

B 12 - giving clear instructions to staff and contractors (TWO)
B 13 • writing specification orders and instructions to a third party (TNP)
B 14 - gaining the cooperation of suppliers and subcontractors (TWO, TNP)
D 12 • presenting plan and bLldget("I'WD1_
D T4 - selling plin ancJbudget convincingly (TWD, TNP)
E 10 - having flexibility to reach compromises which respect objectives of the law (TNP)
E 11 - balancing and evaluating needs of the involved panics in spirit and letter of the law

(TN~ .
E 14 • gaining cooperation of wrong doers (TWO. TNP)
F II - evaluating options and selecting courses of action regarding visitor services (TNP)
F 13 - preparing interpretive materials (TWD, TNP)
F 14 • dealing with dissatisfied visitors ('TWO, TNP)
o 10 • designing Intcrventions to meet specific needs (TNP)
o II • sclcctina appropriate intervention prograll1JJ1eJ and evaluating their success (TNP)
o 12 - Ilvinl clear instructions on technical Intervention procedures (TNP)



G 13 - writing clear reports explaining intervention, its success, failure etc. (TNP)
H 14 - having cultural sensitivity (TNP)
I 9· determining causes of why research programme is not to timetable (TNP)
( 13 - ensuring research reports are comprehensible to lay people (TNP)
J II • selecting materials apprpriate for each meeting (TWO)
] 13 - preparing press releases (TNP)
1 14 • building up and maintaining network of contacts for information on all

important/relevant meetings and events (TWD, TNP)
K 10 - developing methods to achieve management zone objectives (TNP)
K 14 - working with local communities and other concerned parties during resource

conservation plan development and implementation (TWO, TNP)

This is an extensive list. Clearly TNP staff sec a separation in the responsibilities of research
(ecological monitoring) and overall park management. The list also renects that PAMs do not
feel an overall responsibility for visitor satisfaction and this is probably linked to the need for
training in this particular area of park management.

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

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

Respondents provided data for their current mental and social skills level: I-none, 2-poor,
3=satisfactory and 4 a good. The data for values of 1 and 2 were analysed to look at where low
skills exist and the results arc presented in Table 8.

Table 8. Percentage of times a response of 1 or .2 was aiven for each skill

Percent8le (")
Sirill TWD TNP

0=11 0-16

Comprehension 27 24

Problem Analysis 29 32

Creativity 29 38

Evaluation 28 44

On~ 20 21

Written 26 38

Working with Others 22 30
otal sample: n-46 (TWD-26, TNP-. J)

TWO: 1. Problem Analysis and Creativity, 2. Evaluation, 3. Comprehension
TNP: I, Evaluation, 2. Creativity and Wrinen Skills, 3. Problem Analysis

Written Skills, Creativity, Problem Analysis and Evaluation emerle u the top four skills in
which PAMs fccl they have low skills. For many PAMs the need to have written skills is obvious
as repon writing is one of the main methods of communication between a remote protected area
and the headquaners. Problem Analysis. Creativity and Evaluation are related skills and the
resulcs here recolnise that respondents feel a need to lain skills that allow them to understand
the causes of problems. implement propo..~ solutions and have the skills to evaluate if the
response was effective.



Table 9. Percentage or time a response of 1 or 2 was given for each main division of the job.

Percentage (%)
Skill

TWD TNP
n=11 0=16

A = Staffing 14 20

B = Infrastructure 2S 29

C == Finance/accounts 24 25

0 == Tactical plans 30 28

E == Laws and Regulations 19 29

F = Visitors 18 29

G == Interventions 39 41

H == Community Conservation 32 40

I = Research 45 44

J = Public Relations 2S 4S

K == Resource Conservation IS 18
otal sample: n=46 (TWU-26, TNP-2U)

TWO: 1. Research 2. Interventions 3. Community Conservation 4. Tactical plans
TNP: 1. Public Relations 2. Research 3. Interventions 4. Conununity conservation

Despite some respondents feelillg that Research skills were not relevant to their job (2.3.6.2)
almost half of the respondents felt that their mental and social skill levels in research were not
adequate. This result could be interpreted as showing that some respondents were becoming
aware of the role that research can play at park level management and plaMing and were aware
that they lacked the skills to integrate results into their work. This finding would also correlate
with planning and executing Interventions. Tactical Planning also emerges as an area of training
needs. Public relations work involves many menIal and social skills and Is a function which TNP
wardens are increasingly have to perform.

2.3.8 Analysis or Atmudes

2.3.8.1 Aside from possessing technical skills and knowledge, PAMs must develop leadership qualities
which encourage subordinates to consider seriously their own roles on protected area
management; team building is an important component of a PAMs responsibility. To discover
how PAM. tackled the issue of instillin, appropriate attitudes towards conservation in their staff,
:hs;' were iSked w iradlwi(; what medluUs~use, or wootame10 Instil:

•. Work ethics
1:-. Commitment to conservation
c. Healthy attitudes to :adjacent conununities.

These are shown as competencies IS. 16 and 17 in the questionnaire. This part of the
questionnaire required. wrinen responses. The PAM. responses were analysed on the basis of
their years of experience in protected area management. A lise of eypical responses from across
the whole PAReS project was drawn up and liven a reference number (St', annex 6). Individual
responses were catelorised by these number and those given for the various groups in Tanzania
are listed below.



a Methods to Instil Work Ethics

A 1 Referring slaff regularly to administrative orders or codes of work conduct and
behaviour in staff meetings/seminars (TWO, TNP)

A 2 Showing hard work and dedication through example (TWO, TNP)

A 3 Ensuring objectives of the organisation are explained to staff (TNP)

A 4 Acknowledging good work in others while positively criticising bad work (TNP)

A S Showing tolerance to others' point of view (TNP)

A 6 Showing understanding when taking disciplinary measures (TWO, TNP)

A 7 Providing attentive supervision to stafrs work, especially when new responsibilities
are given (TWO, TNP)

A 8 Developing performance appraisal schemes (TWO, TNP)

AIO Cultivating good working relationships which creates rapport for instruction (TWO)

A 11 Ensure that staff are suitably equipped as regards their training and tools needed to
perform efficiently (TWD, TNP)

b Methods to Instil Commitment to Conservation

B I Showing dedication to national, regional and local conservation objectives (TWO,
TNP)

B 2 Explaining to staff the value ofconservation by conducting regular in-service refresher
courses on conscrvation cthics (TWO, TNP)

B 3 Demonstrating the importance of conservation to human needs (TNP)

B 4 Becoming involved in extension conservation activities, especially school
groups/wildlfie clubs (TWO, TNP)

8 S Participating in the design, implementation and analysis of effective law enforcement
programmes (TWD, TNP)

8 8 Providing incentives for conservation staff especially the wardens who are lowly paid
for outstanding performance etc so as to motivate them (TWO, TNP)

810 Studying past conservation efforts and plans and learning from experiences of others
and causes of their successes and failures (TWD)

c Methods to Instil Healthy Attitudes to Adjacent Communities

C I Accepting the validity of community participation in protected area management
(TWD, TNP)

C 2 Lislcning 10, and demonstraling willingness to, understand community problems
(TNP)

C 3 Instructing starr on lhe value of harmonious relations with adjacent communities to the
conservation objectiVes or protected arcas (TWD, TNP)



C 4 Taking an active role in conflict resolution (eg problem animal conrrol) (TWO, TNP)

C 5 Taking opportunities to provide employment for local communities as appropriate to
the conservation objectives of the prolected area (TWO, TNP)

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

C 7 Seeking ways in which tangible benefits can accrue to communities without
jeopardising the area's conservation objectives (TWO)

2.3.8.2 Tanzania provided a wide array of responses. This demonstrates a good understanding amongst
Tanzanian protected area managers of how to inspire positive attiludes in staff under their
supervision. lnterestingly the analysis of the ranges of responses by length of service did not
reveal any major differences in TNP respondents, but long serving officers within TWO offered
more options.

2.3.9 Language Skills of PAMs and Asst PAMs

Table 10: Languale Skills of Respondmts expressed as percentages

Organisation/Department n Y N B

TWO II 64 27 9

TNP 16 88 13 .
otal sample: n-=40 (TWU-=ZO; INII- 0)

2.3.10

The ability to communicate effectively with community leaders is seen by PAReS as an
important asset for PAMs to have. At least 64% of the respondents spoke a language understood
by adjacent conununities and up to 88~ of TNP PAMs did. These high figures reflcct the fact
that Kiswahili is widely spoken • they may not reflect accurately whether wardens arc able to
speak the primary language spoken by local communities but it does at least show that
communication can be established. The 'no' responses probably reflect PAMs who have
responded with reference to thc' vcrnacular language of local communhies.

Computer Skills

Table 11: Respondents computer use and skills

lion/Department n Y N B WP AC DA

1WD II 36 64 - • .. ••
TNP 16 13 88 - •
otal sample: n-46 (TWD-26; II P_2O)

A large percentage of respondents werc not familiar with using a computer. Where computers
are used these are mainly for word processing and datA analysis.

•



2.3.11 Training Needs Identified by Respondents

Respondents were asked to identify their three greatest training needs - see table 12.

2.3.11.1 This table shows that the main competencies where PAMs cited their training needs were:

TWO
Management
Legal
Planning
Technical

TNP
Technical
Planning
Policies and Procedures
Management

These findings are not consistent with the results of the 'gap analysis' where Policies and
Procedures emerged as the main competency with training needs for both organisations.

The findings are consistent with respect to Technical Knowledge and Planning Knowledge as
competencies needing further training. However, what is interesting is the citing of Management
as a necessary skill. This confirms the perceptions of the Field Associates (2.3.5.1) that these
skills arc needed. The fact that this did not emerge in the 'gap analysis' as a major training need
indicates that PAMs feel they already have some skills in this area and only have small training
needs.

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

2.3.11.2 The main divisions of the job cited were:

TWD
Research (I)
Resource conservation (K)
Finance/accounts (C)
Staffing (A), Infrastructure (D), Tactical plans (D), Visitors (F), Conununity conservation (H)

TNP
Community conservation (H)
Staffing (A)
Finance/accounts (C)
Public relations (J), Resource conservation (K)

Conununity conservation and public relations (for TNP respondents) are the only main divisions
of the job which overlap with the results of the 'gap analysis'. Many of the TNP respondents
included the need for training in community conservation and human resources development
(staffing) as training needs priorities.
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Table 12: TraiDiDI Priorities [degtjOed by Respoudems (PARCS No. 1.3.11) • TWD

COMPETENCIESMAIN DIMSIONS
BJaak 2 10 TOlals3 4 5 , 7 8 9 11 12 13 14 15 16 17

BIaak 2 4 3 4
13

A I
I

B I
1

C

D I
I

E

F I
I

G

H I
I

I 2
2

J

IC 2
2

TocaIs 9 2 4 3 4
22

Ta samp14: n-26 Am PAMI '" PA.Ms combiDed: D-11



Table 12: 1'raiDiDc Priorities Identified by Re:spoadenu (pAReS No. 1.3.11) • TNP

I,

IN
VI

COMPETENCIESMAIN DllVlSlONS
TotalsBIuak 2 3 4 5 ci 7 8 , .0 11 12 13 14 15 16 17.

Bl.IIIk 3 4 4 1
12

A 4 2 2 3
11

B 1
I

C 1 1 1 2
S

D 1
I

E

F 1
I

G 2 1
3

H 6 2 1 3 1
13

I 1
I

J 1 3
4

K 3 1
4

Tocals 1 11 I 11 4 11 3 56
Tocal Simp": 1l-20 Assl PAMs '" PAMs combiDed: 1l-16



rll1/1 III I! cec "CI I C/. . -
TYPES OF TRAINING

Competencies (Dot if trlliniOll hils occurred)

Formal wildlife Formal Other In Service On-the-job Other

2 • • •
(a) 3 • • •

4 • • •
Knowledge

S • • •
6 • • •
7 • • •
8 • • •

(b)
9 • • •
10 • • •

Menial and
11Social Skills • • •
12 • • •
13 • • •
14 • • •

(e) 1.5 • •
AllilucJes 16 • •

17 • •
otal sample: n= ,() Asst PAMs 4l. PAMs eombmcJ: n-II

2.3.12 Training Received

Tlible 13: T .. R I W\RCS N 23 12) TWO

-i

Tilble 13: Trainlnl! Received (PAReS No. 2.3.1%) - TNP

TYPES OF TRAINING
Competencies (Dot if Iralnlnl! has occurred)

Formal wildlife Formal Olher In Sen-Ice On-tile-Job Otller

2 • • • •
(Il) 3 • • • •

4 • • • • •
Knowledle , • • • • •

6 • • • • •
7 • • • • •
8 • • • • •

(b)
9 •• • • •
10 • • • • •

Menial and
/I • • •Social Skills .' •
12 • • • • •
13 • • • • •
14 • • • • •

(e) " •
Attitudes 16 •

17 •
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2.3.12.1 At the bottom of each competency column in the questionnaire (ie Row L) respondents were
asked to ~ndicate which type of training had contributed most to the current level of knowledge
of skills in that competency. It was suggested that the categories should include:

• Formal wildlife at a training institution
• Other formal training at an institution
• In-service (training arranged by own organisation)
• On-the-job
• Other (eg.e seminars/workshops)

PAMs in Tanznaia have received training in several ways. The only major differences in the
tables is the lack of in-service training for TWD staff. Although TNP staff have received some
in-service training this surprisingly has not been in Technical or Management Knowledge.

2.3.12.2 Years since Formal WHdlife Training Received (Table 14)

TWD TNP

0-2 37% 25%

3-5 26% 25%

6-10 37% 19%

>10 - 25%

'no date' - 6%

These results correlate with the data presented in 2.3.3. Most PAMs either enter the service with
formal training, or they receive it within their first few years of service.

2.3.12.3 Formal Training Received that is Relevant to Job of PAM

The following formal training as listed training that had been received that was relevant to the
job of PAM

Type of training Institute of training

Diploma in Wildlife Management Mweka Wildlife College. Tanzania
Bogor Institute· Indonesia
Cwaka Agricultural College· South Africa

Certificate in Wildlife Management Mweka Wildlife College. Tanzania
Paddington College - (location unspecified)

Bachelor of Science in Wildlire Management Dar-es-Salaam University - Tanzania -_.....-.•

Master of Science Dar-es-Salaam University - Tanzania

Certificate in Law Dar-es-Salaam University - Tanzania

Certificate in Wildlife Conservation Smithsonian Institute· (location unspecified)

Certificate in Forestry Forestry Training Institute· Arusha, Tanzania

Postgraduate Diploma in Education Wolverhampton Polytechnic· UK



2.3.12.4 Tr:lining which has Contributed Most to PAMs & Asst PAMs Skills Levels, across Competencies

It is expected that with increased job experience, PAMs perceptions of various types of training
and how they contribute to skills development are likely to change. The results foe each group
are presented in Figure 5.

Not surprisingly new recruits entering TWD and TNP with a formal qualificationls find that this
contributes most to their skill levels across all competencies. In addition where in-service
training is given (TNP) this is also considered significant.

PAMs who have been s~rving for 6-10 years find that the skills they have learned through on-the­
job training are the most important for the role of a PAM. This is particularly true for mental
and social skills (8-14). In many cases it might be possible to structure on-the-job training into
an in-service training programme using experienced PAMs to act as mentors to younger staff
members. PAMs could receive training in how to under talee in-service courses at field level.
This kind of approach would allow one of TWO's and TNP's main resources - experiencec1 field
wardens - to feed into, and reinforce, the institutior.~1 memory of the organisation.

The pattern of most useful training for the long-term employees, who have presumably risen to
senior positions, is somewhat different. Allhough on-the-job training is still important, formal
wildlife training becomes important again as well as other types of training eg the attendailce at
seminars, workshops or short courses. This finding has implications for the need for refresher
courses - PAMs are having to draw upon formal wildlife knowledge learnt many years ago.
Perhaps an in-service training programme could meet this need?
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SECTION 3

TNAINING OPPORTUNITIES ASSESSMENT

A detailed training opportunities assessment was not undertaken in Tanzania but a list of some
of the key institutions offering relevant formal training for PAMs is given in 3.1 below.
Tanzania is fortunate in having one very important training institution, the College of African
Wildlife Management (CAWM), based wiihin the country. College staff participated in the
PARCS project (see 3.2 below). Informarion about the College is also presented in a separate
section below and is drawn largely from a report prepared by the author (Snelson 1993).

3.1 Fomlal training

Most of the questionnaire respondents listed the asc and MSc courses undertaken at the
University of Dar es Salaam and the diploma and certificate courses taught at the College of
African Wildlife Management at Mweka as the most relevant. However there are several higher
education institutes involved in providing formal training which could offer courses, or which
may be able to design short courses. of relevance to protected area authorities for PAM training.

3.1.1 Technical knowledge

• College of African Wildlife Management
• University of Dar es Salaam

--- Institute of Resource Assessment
--- Institute of Marine Sciences

• Depts. of Botany, Zoology and Marine Biology
• Sokoine University of Agriculture

-- Faculty of Forestry
• Kunduchi Fisheries Institute
• Mbegani Fisheries Development Centre
• Olmotonyi Forestry Training Institute

3.1.2 Management

• Eastern and Southern African Management Institute
• Hotel and Tourism Training Institute

3.1.3 Community Conservation

• University of Dar es Salaam
- Institute of Development Studies

• Sokoine University of Agriculture
--- Institute of Continuing Education
••• Development Studies Institute

• Arusha Appropriate Technology Project Centre
• Centre on Integrated Rural Development for Africa

3.2 Assessment by CAWM staff

3.2.1 The College academic staff participated in the PARCS survey and completed questionnaires
(n= 10) to assess the level of skills taught on the diploma course in wildlife management. The
val idalion score for the PAReS questionnaire was 89%for knowledge skills and 94 %for mental
and social skills, ie Mweka staff confirmed that the questionnaire accurately reflected a protected
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area managers mandate. Where there was disagreement was in the skill levels needed ie
'planning' and 'policies ar.~ procedures' Mweka staff felt that these had been overscored by
PAReS.

3.2.2 Obviously the diploma course at Mweka cannot, in and of itself, tot-:lly equip a PAM to
undertake his/her job as the most senior person responsible for a protected area. Most graduates
of Mweka serve as Assistant PAMS for several years, gaining skills on- the-job and through
occasional in-service training programmes. The results presented below have been analysed to
show where there are gaps between the skill level taught at Mweka on the diploma course, and
that needed to be an effective PAM. The results are interesting in that they show the areas where
in-service training should focus. The results presented here are summarised for the general
reader. The College will be presented with all of the data analysis to allow the findings to be
built into the present curriculum review process. Perhaps the skill levels taught on the diploma
course could be increased in some of the areas identified below which need additional training
at present?

3.2.3 General results

3.2.3.1 Readers are asked to refer back to para 2.3.5 for an explanation of how the analysis was
undertaken.

3.2.3.2

Table IS: I· Percentage of questions in which at least 60% of respondents identified a training need,
using the PAReS standard of comparison and

2 - Percentage of questions In which an average gap of about 2 was Identified for each
competency

Skill 1 2

Technical Knowledge S9 12

Management Knowledge .60 0

Planning Knowledge 7S 17

Legal Knowledge 67 11

Policies & Procedures knowledge 100 70

Financial Knowledge 83 17
otal sample: n= 10 (DIplOma Tramers n- 0)

The results presented above indicate that Mweka trainers recognise that there are further training
needs in all knowledge competencies to allow diploma holders to work as effective PAMs
(column 1). The main area where skills are not addressed sufficiently are in 'policies and
procedures' (column 2). This is not a surprising result, a regional institution is unlikely to be
able to teach national policies and procedures in suffiri.."t .....t .. ;!. T~ lattci should ~taught at
a nafionaITeveJ.



3.2.3.3

Table 16: Percentage of questions in which an average gap of about 2 was identified for each main
division of the job

p

ISkill II
Trainers In=10

A = Staffing 17

B = Infrastructure 17

C = Finance/accounts 0

0 = Tactical plans 0

E = Laws and Regulations 20

F = Visitors 43

G = Interventions 60

H = Community Conservation 25

I = Research 17

J = Public relations 14

K = Resource conservation 0
otal sam )Ie: n= 10

The three main divisions of the job which Mweka trainers feel need more skills development are:

• ensuring a~reed intervention programmes are completed to budget and timetable
• ensuring optimum level of visitor satisfaction
• ensuring harmonious relationships with neighbouring communities

3.2.3.4

Table 17: Percentage of times a I"esponse of 1 or 2 was given for each competency

p

Tl"ainers
Skill 0=10

Comprehension 44

Problem Analysis S6

Creativity 52

Evaluation 48

Oral S3

Written 60

Working wilh Olherr, 64
otal sam 'Ie: n= 10



Table 18: 2.3.7- Percentage of times a response of 1 or 2 was given for each main division of the job

p

ISkill I Trainers
0=10

A = Staffing 57

B = Infrastructure 63

C = Finance/accounts 70

0 = Tactical plans 53

E = Laws and Regulations 49

F = Visitors 44

G = Interventions 54

H = Community Conservation 48

I = Research 58

J = Public relations 61

K = Resource conservation 36
otal sam >le: n- W

When considering mental and social skills the high percentages show that the diploma course is
not providing adequate skill levels for most of the competencies and main divisions of the job.
It could be argued that this may partly be because many 'mental and social skills' are acquired
on-the-job and not through formal training. However there are ways of teaching many of these
skills and effort can be made to design courses in such a way that these skills are developed as
part of the learning process. This is particularly important for an institution like Mweka which
is seeking to provide holistic training for its students.

3.2.3.5 The College is currently reviewing its curriculum and recognises the importance of training its
staff in modern training methods as an essential part of the development of new courses.
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THE COLLEGE OF AFRICAN WILDLIFE MANAGEMENT

Background

The College was established in 1963 to serve anglophone Africa and to date students from the following
African countries have been trained: Botswana. Burundi. Cameroun. Egypt. Ethiopia. Ghana, Kenya,
Liberia. Malawi, Mozambique, Nigeria, Sierra Leone, Sudan, Tanzania, Uganda, Zaire, Zambia and
Zimbabwe. The College also accepts students from outside of Africa. See Table 19.

Over 1200 people have graduated from the College and approximately halfof these are Tanzanian graduates.
In its thirty years of operations the College has clearly had a major direct impact as many graduates are the
custodians of protected areas throughout the continent. During this period, many of the earlier graduates
have progressed in their career and now hold the most senior management positions in protected area
authorities. Of the 133 wardens surveyed in anglophone countries under the PARCS project 43.6% were
Mweka graduates.

The College was established with funds from AWF, the Ford Foundation, the Rockefeller Foundation and
USAID. Governments and organisations supporting students provide fees which form the basis of operating
expenses. Much of the support for capital development and staff secondment has been provided by the
Tanzanian Government. Support for scholarships, capital, institutional and staffdevelopment has come from
many different donors including AWF. British Cotm~iI, Commonwealth Secretariat, DANJDA. DSE, FZS.
FAO/UNDP, NORAD. mCN, UNEP. UNESCO, USAJD, WCS and WWP. At present CAWM is
receiving assistance from NORAD, DANIDA and IUCN (through SIDA) and an EC funded SADC project.
originally entitled 'SADCC wildlife management training project' is about to come on line.

Goals and Objectives of CAWM

The following mission statement, which define:, CAWM's purpose and long term aims, was developed at
a Strategic Planning Meeting held in September 1991. (Price Waterhouse 1991)

"The mission of the College of African Wildlife Management is to be a
centre of excellence in providing professional and technical training to meet
the needs of African wildlife authorities for qualified and competent
management staff. "

The skills required by these professional staff include the effective management of:

• wildlife conservation

• the balance between conservation, economics and the role of local communities and

• human and financial resources.

The College will respond to these changing needs by:

• providing practical wildlife m"nagement training

• offering a range of courses and seminars meeting prof~sional and technical requirements
at different levels

• offering consultancy and research activities which enhance the primary training role

• attracting and developing a leading team of regional and international professional staff

• securing the future of the College by generating revenue and guaranteeing financial support. "
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T:lble 19: First enrolments of the College of Afric:ln Wildlife ManagementlMwek:l: 1963-1990 (conlinualion)

Counlry 1986187 1987/88 1988/89 1989/90 1990/91 1991191 1992/93 1993/94 Total

Tanzania 26 25 12 36 50 54 4S 63 770

Kenya 3 4 7 4 8 10 10 3 296

Uganda I 2 I 6 15 8 6 4 105

C:lmeroun · - · - · · - · 9

Sierra Leone - - 1 - I I 2 3 19

Nigeria · · · - 2 2 I - 46

Elhiopia I 2 3 3 3 6 5 2 66

Zambia 2 4 7 3 14 14 7 4 112

Sudan 2 2 2 - I 1 2 I 38

Ghana - - 1 I 1 3 2 - 44

Botswana 9 10 12 7 5 10 8 17 102

Malawi 2 2 3 · 5 6 4 4 41

UK - · · 1 2 · 4 - .s
Liberia · · · I I · · - 21

Somalia · 2 1 1 3 4 - · 13

Egypt 2 2 2 · · - - · 9

Sri Lanka - - - · - - - · 4

Moumbique · 1 - 2 2 2 I 3 17

Zimbabwe 1 · · - · - · I 2

Cuba 9 - · - · - - - 9

USA 1 · · · · - I - 2

Japan · 2 6 · 4 I 3 2 18

Singapore 1 - - · · · · · I

Pakistan · · 1 · · · · · I

Burundi · · - 1 1 · - · 2

Gambia - · · I

Swaziland - 1 4 3

Sweden · I · · I

I I11"'·"';" · · ·
Canada 1 · · · 1

Denmark 1 · · · I

Total 60 $9 $9 66 120 12$ 10.5 111 1756

Source: CAWM 1993
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Description

Mweka was opened in 1963 to train wardens and middle level managers in professional skills that would
make them more efficient as wildlife managers. The College serves anglophone countries in Africa. The
College offers four different kinds of courses:

• a two year certificate course

• a two year diploma course

• a one year post-graduate diploma course

• short term (3-12 months) special courses

The certificate course is designed to train wildlife officers to the assistant warden level and the diploma
course to warden level. The post-graduate diploma course is intended for university graduates who desire
practical training in wildlife management and includes a research project as a major component. Special
courses are provided on request from organisations with specific staff tra:ning needs.

The College has the capacity to accommodate some 150 students and in the 1993/94 academic year there
were 46 certificate and 61 diploma students registered. The post-graduate course is not being offered this
year. Table 20 provides a summary of all the College graduates for each course.

Fees at Mweka are US$ 5000 per year for foreign students and Tsh 250,000 (USS 770) for Tanzanian
students. The College has a recurrent budget of approximately US$ 353,000 and development budget of
US$ 320,000 for 1993/94 (of which $300,000 is being provided by NORAD). A government subvention
of US$ 10,000 was provided this year. Income from student fees is approximately $ 252,500 for certificate,
diploma and post-graduate diploma courses and $25,000 from short courses. Some income ($11,000) is
derived from hunting safaris on the College's two field ~tlldy areas and through interest/gains on foreign
exchange ($40,000). In June 1990 the pharmaceutical company Glaxo, working through WWF, established
an endowment fund for the College. The initial sum endowed was the Tanzanian shilling equivalent of UK
pounds 400,000 or US$ 600,000. Each year a significant income - an equivalent of approximately US$
55,000 - is available for 5 scholarships for Tanzanian students, and to support activities in the College field
study areas and other acrivities agreed by the College authorities and WWF. The fund is administered by
WWF.

The College has 25 academic posts established. At the beginning of 1993 16 instructional staff were
available for teaching duties. This included the Principal and· the Deputy Principal participate in limited
amounts of training. Unfortunately three department heads had left the College by the end of April 1993
and so at the time of writing CAWM is badly understaffed. The primary reason for the departure of the
CAWM staff is the low salary offered by the College, coupled with the recent availability of well-funded
lecturing posts at the Wildlife Training Institute in Botswana. The College has a total of about 100
employees (including the academic/instructional staff).

All instructors are graduates and most of the lecturers hold MSc degrees. The principal has a PhD. The
College has a staff development training programme and endeavours to increase the professional
qualifications of its staff through formal training and attendance at short courses, conferences, seminars and
workshops. Formal training is usually. done through enrollment fur M~r, lIntiPbn degrees. BetlT
illSllucLioliai ana SDpPOft sTaIr receive traIning, ror example the current mCN project providing support to
in-service and short term rraining has provided training in administration supervisory skills, compurer use,
taxidermyl herbarium techniques and vehicle mechanics.

The reaching sraff are supposed to work on individual research projects in addirion to their teaching duties.
Financial constraints means that there is less focus on this than staff would like. The teaching staff are also
available to do independent consultancy work, although this is only amounts to about one per year at
present. This latter activity is seen as a means of prof:ssional motivation (by supplementing salaries) and
development (by keeping lecturers abreast of ongoing wildlife management projects).



Table 20: Graduates of the College of African WildlIfe ManagcmcntlMweka by Study-Course
1965-1993

Year of Graduation Certificate Diploma Post-Graduate Special Courses Total

1 2 J 4 5 6

1965 11 18 - - 29

1966 5 21 - 3 29

1967 10 16 - - 26

1968 13 11 - - 24

1969 13 H - 2 26

1970 12 13 - 2 27

.1971 12 15 1 3 31

1972 IS 16 1 4 36

1973 17 18 I 1 37

1974 19 20 3 S 47

1975 20 22 2 1 45

1976 18 15 1 - 34

1971 12 21 3 - 36

1978 12 39 1 - 52

1979 11 3CJ 3 2 54

1980 IS 29 5 - 49

1981 14 3S . - 49

1982 17 22 4 - 43

1983 13 28 5 - 46

1984 20 27 6 - 53

1985 8 31 2 10 51

1986 8 24 2 3 37

1987 7 21 3 1 32

1988 5 30 - 6 41·

1989 17 23 . . ..w"V

1990 15 38 1 9 63

1991 27 36 4 5 72

1992 29 31 II 9 80

1993 25 33 5 4 67

Total 420 102 64 74 1260

Source: CAWM 1993



Institutional Development

The College developed a strategic plan for implementation in September 1991 (see annex 7). This plan was
approved and adopted by t;le Board in December 1991 and is presently guiding the institutional development
of the College.

Since the strategic planning meeting the College has made an effort to work on organisational development.
Job descriptions for all th,~ staff have been prepared, a new salary structure has been developed, a review
of financial systems has been undertaken, emphasis on staff development has increased. Staff development
is particularly important for Mweka as most of the staff are employed by the College directly and hence
have elected to pursue their careers as trainers. This gives them an obvious career path to follow. This is
not the case in many other institutions where staff are assigned a posting, which may only be short-term,
at a training institution.

(n response to the perceived need to keep the Mweka curricula relevant, work on a curriculum review has
also proceeded. A strategy for curriculum development has been prepared and the College has held two
workshops in mid-1993 with students and staff to review the role ofprotected area managers and the training
required. A donor agency has been approached to fund a similar workshop for the College's clients ­
protected area authorities across anglophone Africa. At the workshops participants were asked to identify
the main areas of work for a protected area manager and what proportion of time each activity is likely to
take up (on average). Participants then examined what skills are needed to perform the tasks. The
information gathered will form the basis for weighting the new curriculum. A report of the curriculum
review process and results is currently being prepared but the preliminary results are given in the table
below (Manyanza pers. corom. 1993).

Table 21: Preliminary results or Mweka curricuhun development workshops

Key areas Instructors' views Students' views

Local communitieslhuman interactions 31.0% 31.5%

Wildlife research/management 22.0% 26.5%

Policies and legislation 15.6% 9.7%

Human resource management 10.6% 11.8%

Protected area planning 5.0% 2.3%

Tourism 6.0% 7.7%

Financial management 9.6% 10.4%

The above table reflects many of the main divisions of Ihe job outlined in the PARCS questionnaire. The
College faculty. and students have placed a strong emphasis on underslanding community conservation work
wilh local communities as well as the: more traditional areas of wildlife research and management. The
College_ offers one course 'M.-an ~ntf Wilrl1if'" ~ pr:scnt and tffis cuarse- wID need w be expalureagfeaffy
to satisfy the demands for training in this area.

The College staff propose to introduce the new curriculum in August 1995 for the diploma and certificate
courses. The post-graduate course will be reviewed over the next year and a new course is likely to be
introduced to meet the demand of graduates needing practical skills 10 take up posts as protected area
managers.

A major problem that the College has not really addressed is whelher it is potentially a self-suslaining
institution supported through the income from fees, or whether it will always need to be supported by donor
funds - be this as a parastataJ (as at present) or as an independent institution (In some form). At a recent



meeting (June 1993) the Board of Governors drew up draft term~ of reference for a review of the College's
pn:sent funding sources, fee structure and insti~utional context with a view to moving towards a more
financially sustainable funding strategy in the next five years. Funding f~r this review has been secured
(November 1993) and the study will begin in early 1994.

DisclIssion

A regional training institute is unlikely to be able to satisfy all the needs of different countries, regions or
levels of training. It can however have a coordinating and catalytic function as well as a specific training
role. The important thing is for an institution to have a clear understanding of the 'niche' it is providing
training for (ie the target level and the kind of training) and to then put in place relevant and evolVing
curricula. If it is to serve a regional clientele, then the goods it offers must be as relevant as possible to
as many of its clients as possible. It is also important that the teachers in a regional institute arc drawn from
the region, and that they arc practitioners!lli1 trainers.

At the moment the College fills a need and provides formal practical training to middle level protected area
managers through its certificate and diploma courses. The post graduate diploma offers an opportunity to
orientate graduates to become wildlife managers. It is important to note that for many countries, it will
never be cost-effective to establish a national training institute for protected area managers and that a
regional training institute, offering well designed courses, can meet a large proportion of the fonnal training
needs of a country. If one is to be pragmatic it is beller to receive some training than no training at all ­
and provided that the training is largely relevant (in terms of habitats, wildlife management strategies, and
general skills like planning), it will be worth it for a country to send students to the regional institution.
Technicalities, which arc country· specific like legal systems and policies can be covered by induction
courses once the student returns to his country.

Over the past two years the College has been making a concerted effort to address the problems it was
facing and to work towards Il12king the College a more modern and relevant institution. At the time of
writing this report these efforts arc still underway and it would be premature to evaluate the achievements
so far. It is going to be very important for the College to pUblicize widely its recent institutional reforms
in order to dispel the perception of declining standards.

The College is at present only staffed by Tanzanian instructors - although ex-patriate staff from the continent
and further afield have worked as instructors in the past. Recent changes in parastatal legislation in
Tanzania would now allow the College to offer posts to non-Tanzanians but the level of renumeration is
likely to be too low to attract high calibre applicants. The College therefore will still have to re;y on donor
funding to support ex-patriate teaching posts. At the strategic planning meeting in 1991 there was a general
consensus that the College ~'!luld benefit from the skills. experience and perspectives of colleagues from
other countries and indeed that ~his is essential in a regional institution. (The gradual increase in the
number of Tanzanian students au,mding the College has further increased the perception that Mweka is
becoming a Tanzanian rather thar. a regional institution.) One of the problems of having the College staffed
from within Tanzania Is that there is a limited pool of people available to work as Instructors. This Is an
important factor in the present serious understaffing of the College, which is now the most critical constraint
to the College's development programme.

An activity which has been conspicuously absent in the past has been the College's lack of taking a proactive
role in monitoring training needs of protected area managers in the continent and systematic evaluation of
ffit; lliiillilig ihovided by Mweka. These lire nnpotlanfundertakings which need to be done to ensure that
the College meets the needs of its clients by offering evolving and relevant training opportunities. The
College authorities are aware of this need and have taken a very active interest in the PAReS project and
arc keen to review the results for all anglophone countries.

In the past Mweka has been the key training Institution for protected area managers in anglophone countries
and the continued existence of the College after thirty years bears testimony to the dedicated hard work and
input of many individuals. The College is currently seeking to strengthen its role and regain its place as
the lead institution for providing training for middle-level managers,

~ !



SECTION ~

DISCUSSION AND RECOMMENDATIONS

4.1 What are the responsibilities of a PAM? Are these responsibilities universa!!~r recognised?

4.1.1 There appeared ro be an implicir understanding of rhe role of a PAM within TWO and TNP
although neither organisarion had job descriptions available. TNP staff felt that the PARCS
questionnaire accurately reflected the responsibilities of a Chief Park Warden, but had not seen
these responsibilities presented before. Some TWO staff are based outside of protected areas as
Regional Game Officers and therefore some of the main divisions of the job were not entirely
appropriate for these respondents.

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

4.2.1 Discussions with TNP wardens indicate that the main constraints to meeting the responsibilities
of managing a protected area are the shortage of manpower and limited funds for operarional
activities. PAMs also recognise that they need broader skills in some areas, like planning and
management, and currently training for this is nor provided.

4.2.2 Allhough TNP does have enough serving officers at PAM level (Chief Pack Wardens), there is
a shorrage of Assisrant PAMs (wardens). Wardens are usually assigned specific roles eg
community conservation or tourism, and many need additional training to perform these roles
ar :10 optimum level.

4.2.3 All TNP staff interviewed agree thllt additional training provides strong motivation and increased
job satisfaction. Although rhere was a strong emphasis on the importance of fonnal training,
many PAMs feU that in-service training could meet some of their needs.

4.2.4 Very few TWD respondents were interviewed, as the questionnaires were mostly sent out by
mail. Those that were interviewed mentioned the lack of significant operating funds to undertake
activities as a major constraint, as well as a lack of an integrated management 'team' within
protected areas. Respondents also felt that there was a need to provide refresher courses in
technical knowledge.

4.2.5 The important role of Mweka College as the primary centre for training in wildlife management
was broadly recognised.

4.3 Are PAMs skilled to the level judged by litis training needs assessment to satisfactorily do
their Job?

4.3.1 Overall PAMs perceive lhalthey have adequate sklllieveis (or most aspects of their jobs. The
results in 2.3.5 show thai there are training needs within TNP and TWO. but interestingl)' TNP
and TWD wardens perceive that they do not have large gaps. They recognise the need to gain
skills in planning, policies and procedures and to a lesser extent technical and legal knowledge.
They also recognise gaps in skill level in community COnlll"r\'!Iltln'l, publ~ relations and·vimor
services. Senior management personnel and field a.l;sociates working with the two organisations
concur with the need for training in planning, community conservation and also include resource
conservation.

4.3.2 Most of the PAMs and Asst PAMs within TWO and TNP have been trained at Mweka College.
There is generally a feeling that having received this training that Tanzanian PAMs have been
well prepared for their jobs. This contrasts with findings from several countries surveyed in the
PARes proj~ct, where reservations about the relevance of Mweka's current curriculum were
raised.
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When looking at mental and social skills, problem analysis. creaeivity and evaluation emerge as
needing strengthening - although none of these were listed as training priorities by PAMs. When
asked to list methods of instilling work ethics, commitment to conservation and healthy attititudes
to local communities, TWD and TNP wardens listed a very broad spectrum of strategies.

What training has been received by ~urrent PAMs that is perceived by them as useful?

TNP wardens had received formal training, in-service and on- the-job training. TWD
respondents had received no in-service training. The formal wildlife training includes diplomas
from the College of African Wildlife Management at Mweka, and degrees from the University
of Dar es Salaam and Sokoine. Other formal training !ilcll!des diplomas and certificates from
other institutions such as the Forestry Institute at Olmotonyi.

On-the-job training emerged as lin imponant method of skills acquisition, particularly for PAMs
who had been employed for 6-10 years. Longer serving, and therefore more likely senior,
PAMs cite that formal training as ~ell as other types of training such as attending seminars and
workshops, become the most relevant forms of training.

Many PAMs wish to gain first or higher degrees, and saw this as an important way to gain skills.
This is a common finding in the PAReS project where PAMs are generally recruited as
certificate or diploma holders, or rece;ve such training soon after joining the service. Whether
Tanzanian PAMs placed emphasis on forma) training because it really i~ ,he most appropriate
methl)d for gaining needed skills, or whether formal training is one of the few options available,
and therefore pursued, is not clear. Certainly the recognition in terms of salary and promotion
which arisf.S through obtaining a higher qualification is an important factor. In other countries
where PAMs are often graduates, there was a much stronger perception of the value of in-service
training as a means of providing~ skills, than was evident in Tanzania.

In the past TWO and TNP would sponsor staff to attend de&",~e courses at the Universities of Dar
es Salaam and Sokoine, however with the recent introduction of 'cost-sharing' by the government
the costs arc now much higher and TNP il; no longer able to provide surport. This means that
PAMs wishing to pursue a degree now need to seek external sponsorship and there arc not many
sources of funding for this (eg from wildlfie conservation organisations) as it has not been a need
in the past. Sources of funding are usually available for higher degrees only. The introduction
of 'cost- sharing' is likely to mean that fewer PAMs can attend university courses.

The Director of Administrcltion and Personnel in TNP had drawn a training plan for 92/93 that
combined both formal and in- service training options. This is the first year that such a plan had
been developed and it would be useful to review the perceptions of TNP wardens after some had
benefitted from any oppurtunities arising from the training plan, to see if there was an altered
perception about the usefulness of different training methods.

Assessments of Fjeld Operations Directors

Generally FODs fclt that their respective organisations had training needs, but the perception was
that these were not great, but that all staff would improve from some sort of continued training
through their career development. This probably stems from the fact that there arc several
relevant training institutions within Tanzania currently providing formal training.

The Head of the Research, Training and Extension section of TWO felt that the major traIning
needs (or 3ta(( were in community wildlife mangement, environmental (resource) conservation
and some specific technicalrraining such as remote sensing and obtainIng pilot licences. He felt
that refresher courses would be very useful and motivating (or staff but thac these were not
currently built into the long-term training/manpower development plan for TWO. He stressed
that study visits outside the country and rormal training opportunities in Europe or the US were
very m"Uvating.

The Director of Parks Management and Conservation at TNP felt that PAMs (Chief Park
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Wardens) should hold MSc degrees as minimum requirements and that formal training was the
best method for providing field staff with technical skiJIs. He felt that in- service training was
an appropriate method for training non- wildlife TNP staff in basic ecology etc. so that they had
an overall understanding of the mission of the organisation. He stressed the importance of
induction training for all recruits, particularly in areas of policy and procedures. The TNP FOD
expressed the view that there was expertise for !raining available, and that TNP had a training
plan, all that was needed was funds to implement it.

Both FODs identified human resource development and executive management as training !'1~::'I.h'

for their own posts.

What further training is required?

The key areas where training needs have been identified are outlined in 2.4.3 above. Both TWD
and TNP respondents listed management, planning and technical knowledge as the skills they
perceive they need to develop further. TWD respondents listed training needs across several
main divisions of the job. whilst TNP staff listed fewer. .

Both groups of respondents felt that in-service training could meet some of these needs, but titey
continued to place a high value on formal training. With the large overlap in training needs
across the two organisations, there might be opportunities to develop in-service training courses
which meets joint needs.

The major constraint to providing training within the organisations was given as inadequate
funding. Both organisations had training budgets which are adequate to cover the costs of
sending selected staff to formal training institutes but do not allow for any additional types of
training to be undertaken without external sponsorship.

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

One obvious training programme which could be enlarged to accommodate some of the training
needs identified in this survey is the College of ~frican Wildlife Management at Mweka. The
College authorities have discussed expanding the range of services that the college could offer.
and in-service training or refresher courses have already been planned. Funding to initiate such
a project was supposed to be forthcoming from an EC grant, but unfortunately this has taken
some time to secure. With the present st3ffing shortage at the college care must be taken
however. not to burden the staff with too many extra responsibilities which detract from the main
activity of the college - teaching the certificate and diploma courses.

The other important proposed training initiative is the move to offer a bachelors degree in
wildlife managcmeN at Sokoine University. Whilst this has been approved by the university
senate, the funds have not been available to initiate the course.

One major frustration for PAMs in Tanzania is the fact that no exemption is given for Mweka
diploma holders entering the universities of Dar or Sokoine. Everyone has to complete all three
years of the undergraduate course. This means that TWO and TNP have to release staff for three
years in order to allow them to complete a degree (in addition to the two or three years needed
to obtain a diploma). .

Are there other trainin.: opportunities that have not been utilised?

TNP respondents mentioned that they felt that externally funded projects working in collaboration
with TNP should do more to disseminate their objectives, methods and results. They felt that
these projects could be designed to include broader training objectives than just training the
particular TNP staff assigned to the project.

nlere arc several institutions offering short courses in subjects that would be relevant to PAMs
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eg the Eastern and Southern African Management Institute (ESAMl) which is based in Arusha
and offers courses in human resources management, finance and banking, information technology
and transport management. In the past ill/as been up to individual PAMs to seek out and obtain
sponsorship to attend a course and so erratic use has been made of such training opportunities.

As a detailed training opportunities assessment was not conducted under Phase I of the PARCS
project, it is not possible to detail aU the types of opportunities which could be used. Many
development agencies train their staff in community development and extension methodology eg
the Arusha District Development Organisation and TNP has sent wardens on such training
courses in the past. With community conservation emerging as such a major training need within
both organisations, departments such as the Institute of Continuing Education at Sokoine
University could play an important role in providing input into the design and implementation
of relevant short courses.

What kinds of training should be recommended?

The proposal to review the opportunities for formal training for all levels of protected area
managers in Tanzania, under an overall sector review, would provide a useful opportunity to
ensure that an integrated system is developed. This would allow all cadres of staff to have access
to relevant formal training, and the opportunity to progress through all levels in an efficient way
~ building upon skills already learned and having these count towards entrance requirements for
higher degrees.

If such a system could be established and if this was supplemented by an in-service programme
which included more structured on-the-job training, Tanzania would be able to offer an attractive
career development path for its protected area managers. This would be similar to the strategy
undertaken by the Malawi authorities which has resulted in protfcted area managers entering the
service knowing they had a strong likelihood of receiving formal training to the graduate level
in the course of their career and has proved to be very motivating. The existence of Pasiansi,
Mweka and the Universities of Dar and Sokoine make this a reasonable goal.

TWD and TNP will continue to use the College of African Wildlife Management as the primary
institute to provide formal training to their protected area managers. More than 50% of ,any
year's intake at Mweka art' from Tanzania. The Directors of both TWD and TNP sit on the
Board of Governors of the college and are thus in a good position. and have a strong incentive.
to ensure that the college continues to provide relevant training for the needs of the organisations.
This is additionally important at a time when Mweka College has been criticised for not meeting
the needs of its constituency and as the college seeks to remedy this through its ongoing
curriculum development review.

Some TNP and TWD staff would like to continue their career development by undertaking an
undersraduate and then a masters desree. This would be appropriate provided the specific skills
which would be learned reflect the needs of the organisations and would help TNP and TWO to
reach specific objectives. The development of a more detailed training plan would allow these
organisations to set training in the context of its future activities and their roles in protected area
management in Tanzania. '

Where respondents held a masters degree this had been attained at the University of Dar es
Salaam, however openings in other countries. in A-frica should be considered as ctlt'h Mnrse: m:l)'
be very ffievafU as welT as Tess expensive than European or US courses.

Another cost-effective option, which could be explored. is for staff to enrol on a correspondence
course to attain a masters degree. Allhough working in this way towards a degree requires a lot
of self motivation and discipline, it might be suitable for some staff members.

Respondents and senior management in both organisations recognise that a well designed in­
service training programme would have advantages. Such a programme would consolidate the
present stafrs experience and it would also provide an opportunity to introduce new skills into



the organisation at several levels ie both for PAMs in the field and for headquarters staff.

4.9.8 The resulls of the PARCS survey could form the basis for designing such an in-service training
programme which might include the opportunity to allend short courses run by other
organisations within the country, but also to run courses within TNP and TWD.

4.9.9 Both respondents and senior management within TNP and TWO have expressed the need for
'refresher' courses in technical subjects for their staff. Mweka College is well placed to perform
such a function on behalf of the organisations and the college authorities have expressed an
interest in doing so. An advantage of running such courses within a formal institute would be
the possibility of establishing a system so that participants are able to gain some form of 'credit'
for a course that is recognised by their organisation and which could be built into salary increases
and promotion criteria.

4.9.10 Tanzania is extremely fortunate to have Mweka College situtated within its borders. Several
countries surveyed in the PARCS project suffer major constraints by not having training
opportunities available at a national level. It is extremely important that the Tanzanian protected
area authorities, work with the College authorities to ensure that Mweka retains its relevancy and
prominence as a regional training institution. Any initiatives which strengthen the college's
expertise and services will ensure that TNP and TWO still have this important training
opportunity available to their staff in the future.
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Annex I

PROTECfEJ> AREAS CONSERVATION STRATEGY (PARCS): TRAINING NEEUS ASSESSMENT

four organisalions, Ihe African Wildlire fnundarillll, Wile/life Cclll.~crv3Ii()n Inlernalional. World WilLllire fund and Ihe
Biodiversily Support Program :Ire working logerher on a pwjcrl railed rAReS. Onc of rhe main :lim!> or Ihe project is 10
idenlify Ihe skills required for Ihe jllh of prntecled area manOlger and to llSSC.~\ Ihe lraining needs.

To achieve this we have de\'elnped a charI of Ihe IYJlical skill!> (cnmpelcncics) rcquired to do Ihe job of prolecled area
manager. We wou'd like you to assist liS by doing IWI) thing!'l:

• to check Ihe approprialeness of the charI 10 your job

• to assess your current skilllevcl for c:lcb component of Ihe chart

Before filling in the queslionnaire (llea!'lc relld every/hing tlarollgh very c:lrefully. This informal ion will be confidential and
will be used to build III' an analysis of the lraining requirements for each counlry in Africa partidp&ling ill Ihe study.

The allaclaed chart has 17 columns and 12 rows.

• Rows A·K show main divisions of llae joh.

• Row L will be used to idenlify Ihe types of lraining yOll have alrclu'y received.

• The first column shows 'accountahililies and rcsponsihililics' associaled with eac:h division A-K. Please add any furlher
accountabilities and res(lonsihilitic.\ IIpedfic In your jllt> hy wriling in llae relcvant comparlment.

• Columns 2-17 show Ihe compelencics a~ocialed wilh your jnb in lerms aCknowledge (2·7), menial skills (8-U), social
skills (12-14) and alliludes (15-)1).

You will nolice thai some compartmenls nrc blank. "he.~c do nnl need 10 be filled in.

RNo\VU:DC;E (columns 2-7)

Knowledge has heen .;rtltlpC:I' iUln fum levels:

I.
2.
3.
4.

None
Some
Working
'n.deplh

has 110 knowledGe nf suhjecl I1lnllcr indicaled
awarcnc.",~ (If Ihe suhjecl lind llcncrnlllPl'lic:ahilil)'
surficicnl knowledge to cUOIrlclc rolliine Inslls
a brenthh alld dep'h nr kllll\vlcdge which euable~ Inillallve to be laken In
non-rolllinc Itilualinn~

nla • not applicable in rrellcnt juh. rlellllC intlicnle your knnwlcdge level.

We would lilec you to go dllwn cach column 2-7 lind fill in Ihe hnxcs.

In the len hand box pul Ihe numbcr which corrC:lIpunds 10 your view or tile leyel of knowledge needed 10 do lhe job
successful/y.

In the rlghl hand box (shaded) pUllhe nllmber wltich correllronclllio YOllr lIll.~c~~menl or your currenl knowledge.

C£. III ES:
In-deptl. howledgc uf rclevanl Inws
nm' rrglllal i"nll cg, firearnlll, arresl,
c:IlnlSillS nnd hunulIl rl~hlll

J

Such an answcr ,hOM lJA thllt lhe person cooI,llcllns Ihe qncllllonnoire 8grCc..lhat In·deplh knowledge III necded (4 In Ir,e
left hand box). Oy pnttlng 3 In Ihe right hllnd hC1l1 Ihe rellpondclIl hllll idc:nllned a tralnln. need.

When you come 10 the botlom of each eo/um" plcllse comr'ele Ihe compDrlmenl (L) by showing which form of training
has conlribuled mUlt 10 )'uur knowledge of Ihe lIuhJecl in IIlc cnlllmn. l'hcac calegoric.\ could include: Formal wildlife
Irainins Instilutions (plcalle lpecify with c1alcll), ()I'ler Irainin~ (l11('Clrlllllilicll (clt. worbhops, lIeminarll). In-service formal
Irllnln. (orllllised by yoUr dell.rlmenl), On·the-jull training (s.lII~ learnl \Vhil~t dolns )'ollr Job).

BEST AVAILABLE DOCUMENT



MENTAl. AND SOCIAl. SKIU.s (Clllu",n~ 8·14)

Menl:J' lind socia' ~WI~ hi1\"C hcen grouped inlo (nur 'cveb:

1. None
2. roor
3. Sa,isfaclory
4. (iood

We wollid like you to go down each coillmn R· 14 nnd fill in 'he hOlies.

First of all indicate whether each skill is appropriate 10 your jot> by circling either Yes (Y) or No (N).

Thea indicale in Ihe right hand box (5":uI<:d) your level of nbility for ench parl/cular slcill regard'~ of whelher il b
applicable 10 your presenl job.

eg. in 1"9:

determinins Iruc enllses or visilor
dissalisrnclion &. behaviour

Such an answer shows tbal this skill is required lind the rcspondent has 'he reCJuired leve' of skill 10 succe5.c;fully comp'ele
Ihis aspeet of the job. Therefore in this particular case Ihere is no idenlified Iraining need.

When you come to the bollnm of each column p'case coml"ele the compnrlment by showing which forms of training have
conlribuled most to your slcills in the sulljec. of Ihe cO'lIl11n. Use Ihe ca.cgories described before. Please list .he most
impar'ant one first

ATrlllJDES (colUMna 15·17)

The chart indicales Ihe principa' alti'udes o( I'le job. All we require yOIl to do t'i '0 answer Ihree questions.

If you do nol understand any of Ihe que.'ilions in Ihis questionnaire p'ease leave Ihe boxes empty and move onto Ibe neXl
question.

'0 order for you la keep a record of your compleled questionnaires we are providing lwo copies of each section and a sheet
of carbon paper. The WIIITE sbeela (numbers I, 2, J &. 4) are 10 be relurned after completion. You may Iceep aU of tho
COLOURED sheets. Once you have conlpleled 'he qllcltionnnirc r'case carefully tear ofC Ihe four while sheels .nd reluru
Ihem in .he encl~~d addressed envelope.

Thank you ror help~s us untlcrlnke this Irallling nced5 lls..~essmenl. We appreciate your time and Inpul.

AWF

AnnCll I Page 2

~.
WWF

Biodiversity
Support
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a.',,' ..",••I'(l'" 'he r,n,erlcd "CO ,. lOr ,,, 01"," In.derll••nl~'edf.'nl 'he eon'c.I 01 I'" rrolecled .rel In 'h.

• It" ..n",'"n......., '''...., 1'."" 0 Dr

K l!nsu,e In 'rrror"a'e • Rcsre:,lhle and 1I.0Iln'."" '<l, del"" """ In-depth /lnQ\\'.dlle at I~', 'Millon.. Ircndl Ind '.~"'femen.. at
b.l.nce be'_en ,ClOUrt'. ' 'nlr emen'."on 01 ,uourec m"n.,en'elll I In,,,,,,'."' n."".' Ind tU hn.I relOUre.. In 'hc rmlee cd l'elD 0
eOft.ervallon Ind "IC In II,e prole.t1on .""Iccle. '0 nlOcI r,o,ee,ed .,..
rrole••cd I'" conle",lllon oIjccIIVCS I".dcr'h k_iedce at 'Yf:" locIlion., lrend. Inel rellu/remen', or

• RcsJ'Onllble.n .cco"",,,h'e 'or 'he ,hrCAlened .nd eridemlc .un••nd nnll .nd 'lie ••)' IflCeI" nI.Ile

"r,cr.r.,lon. IrrnMl1, Ind Imr'en'cnID""n '" I eeNfl"en,. ' 0 0
rClOu,re rons."'"Ilon mlllAcen'en' r'.n In, Ihe

i't'nri:inJ tlmwteace nr ClI\iffiijjiiienfjT fm;"'cl 1""T7KI, .ecitnlqu"~ted::= ,· W(lI.'n, IrnowrCclE: Ilr .urvc,. 'nd mnnllnrln, 'cch"'quu 0 0
(lIelcI clnl" tlllleel on/ln.')'IIs) 0 0 II

" l,.lnlntl reeclved

..
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~. Ma"ItCftl""' ~. f'n,,"'", ~. 'A'J:n' 6. f.llc1u/frncedure.• 7. F1"""c1It'/..rltu""It~

Wo,kl". b1.".'cdee 01 lupe:rvi50ry W/)fl/nl '1IC".fcdl:c 01 ~c"c""II"1! ~llllC t """ Ie".c n( 'n.dcr,1r lnooo'cdee nl
and renonn.1 m....lCme~..:lIJ. ...rr dc""'nrn,,n' III li",.'"hk' t"'rfl')ltI~nr I.,..-s ".rr 1'"lId"". rrocedure.

50me knn../ecfr:e 01 hUJ. 0 0 .zeD 0 1000 lind r,"cllc~D 0
lUOU,res I••hn/<pca and '"e1,
arr"CIIllo" lIS app",pdale (el' Jnb

I j J IeVII'un'lo" nr ..orrlr 01 Job. sa ary
"",clu""" l,ai"'"1 nccd~D'O

Wetr"nl '"_'ccfcc: nl
m."al'''l c•••oI'.bourUD 0
Wnrlln, 'now1cdlc 01 rrl"dr'c, etl Wnr.'n, ""nwlc"le l,f Inh 1:I'IIIC ,,,(Io.'c"lc n( '".dcp'h "'_'edJe nl.'t>e' rot,'co! a"d !"lKurernen' r'"n"'"1 cnnlnrl I.... (lor ",a',,'e"anee I

Z/OD Z9DD "',lIln, COltllac•• 'n con.'evel'on po'k'ca,
.uhcnnlrlt5("ib 0 prllC'edurea e"d .'."dard.

WOllin. b""'lcdJe 01 II.....orE] a"d procu~~d"b DrreYenlalM ma'nlena"cil rracedure. .

n, Wnrkln.lrnnw'cdac 01 nn,,"cI.' Worklnf. Irnow'edcc 01 Wor"'"f. lnnw'ecftll QI
"'.n"'n, .croUIlI "I ro''Dd armunl nl and 1" nc/rles nI

JODD rroccdurlfl 0 '"'IImal conlrol

8900
Wo,k'". "nooo'cdJC 01 r',,"nln.. Work'". knowled•• 01
"""Iellnl .nd rn"Un' ovcran .lrale~'CI .nd

J/DD d',erlk", a( h s/lrer
o'Canlllllott ("allona'

romcrv·:;£CS 0

'n.de~'h ""C"'·/ed.e nIl''''"'' '"-del"" bl""'e",e or '"-der'h k"_red,e 01
r'a"lt n, need. ~L 0 0 releYalt1 ,.". Itnd rollrlea ."d prneeifurca

~Iu'"lk.n. (c.,., 5~DOn,ellrn,•. arrcal,
chlllll,,~J;.iCl~1:J

WOI"'n. "ana'/cd,e 01 ma".~menl '"·dcrlh ""o,y/edJC etl le'''"lqu.. WO''''''I! t",,,,'Ic"ae nl '"oder'h knnwle:Je 01 WorkIn, Itnow'e~ 01
and acrocnmod.II_ and c.leifnl 'n d••elt'r'nl Innl and .h,.,l-Ie,n, C'unlr"rl I.,w ftll ".Uor ro'klc. a kec"'n, reco,d. Ylsllor
I.dllllca "nder rroteeled .... vlalln, p'.n.

3,300
"rr"elhle III r,nredurc~D 0 n"",bers .nd hep'"',_rf...lctlon Z3 0 0 C'ClnCe,,'nna"cO' rece'pt•...."0.. 'i.' 0 ~DD

War.'n. ""oooledac 01 PmfOJnbO '".dcr.tI. '_'ed,e nl~ '","crth ""oo.'edle III '"oder'h .-'ed,e 01
mlnaccme", ZIf r 'l"" n, :J'I 0 0 rclevanl I"".. "nd pnlltlU .nd fc,""ifu,CI

ICIt"'''lk'~fO 0 ,e'aled In '" e...e",'n"
~DD

In·deplh In-'edp 01 proteC1ed Wo,lInll"now'edp' (If hcI'\ 10 So",e 'mlcw'e"cc III '"odiCh tr_'edp' 01 Workl", knowledr. 01 record
.rea ... peOple conn:i6"~.eD dcyektp • commuall)' r,,",erYllllon I"WI rei.led 10 pnlk and procCClurca tr.ep'"1 rOl On.nc a'[1'

r'ln communll)' rela'ed 10 COfIlmun'" dlburseme"1I 10 'IK"ZOO 0 etcYC'lIrm~ 0 co"lervatlon 0 0 conllnuJlI,'e. . 0
611 IlHfe,'h knowledp

01 recorda of ~_rce UJte 0'
rcaoUICCI ahued - bot~~
nll.nela' .ad In-k'nel ~
cllalrlbullona CJ LJ

Som. k_iedlC 01 dcyclorme"' '"·depth ,,"-Ie"1C a( Wor.'n, knowledp nr Workl"iknowladp 01
of re..arch ",." Inr Ihc rrnlefled 1c51' a'per'. "t le".rr ...../rlc••iMf bud..' .//ocellOna'o~
Ire.

3bOD
rc> 'er"n,/c~rnrl'nl I'rocedur1;7D 0 reacarth acl'vltlea
mllcr'I/'N'O:D D'

wo,kJn4 '_'edp nil'" COfICC~ In."er'h """""ed,. nf 'nodepth k_led,. or
01 1".'''' ,e"tfoni •• melD ill Ihc ,CC'...."M ,eaerd'n, Iha r.ultllc re/.,1nM
de.lIn. ,..flh Ille medlaz• 0 prntcrtcd .re•• poIlele.. procecluCCl and

Some ._'Cdr: of oIIlIplory rota -9700 rrRllta.560 0
(auend.nee) a meelltt••nd r.nmc._~ rrllhll
.....'ene. 01 .rIMI'e••roundlh. ,..... ,II .'nn./e, .nd
!,roterted area CJ/fICd'!!.Jn~n,., 1110.. ~eoo

Worlln••_"d,e 01 re_rra. Wo,k'n. Itrtow'eclrn: 01 how
COt\Iervalloll ml"...menl ~, '0 Cltlm.la _I. or
plann'n, larh""''''. and .b 1m"',,""'''''' ,...~
' ...~crth ·'iiow'ecf~ c>I 0 conae,.,.,1on ",lfIa~c"'

r'." recommend.1 a
!low III deve'"" .nd ,mrle~ ~DOl'!oIecled .re. mnnaCC"lefl. ~
(It.)erth'C.
1"4rrth k_'lcdJll III
IIow In dew'.,.. .nd ",lIlnlnlnjfq
rrolertcd .rca mn"l,enlrnl
mllnl 'fI'e," I I L .)

•



-.

MF:~r",. ~Krr",'i

1I'"'n D"'.'nn. n' "It In'' ,. Arenun'n""")' lind Re'r.,n.'hllll'~'
II. (·""'rrrhrn.".." ,. rrtth'rm Anll'l.l.

A r!nSUtC ,vllj'~bIlJ11 nI II • M","mbl"fc /1Ulcnlla' II' III1"e."ed ",,(I Rcrl,!:""/'" JI,,(I UClcrm'n'"c e.llsc, 0'
Ctlmre'C'" .nd wc/l. · Ruro",il, c 'or Iden.i()"nl":ti"i"l: ncctl. r,,'en'b' :11 .""rc",cn' ~r ror'nrm.ncc: .nd
mOllV1l'cd sI." · RU/k:,ihlc (nr rceonln,e"d3Ij('n. ll"" Y N 0 ehay 0111

"Pr ka.lon (l' cfisclr"nDry me''-'ulc,
I 1 t V N 0· G

B [!Nurc ...."."/111)' 01 • Rupun,l"'c .nd .ccoul\l.Me 'ur :;rc,"1nJ 'll~'rrnrIJre. lind "elerm""n~ eau'CJ 0'
•!j;ropriale hdr."ruelllre m.I,,'en~nre, ICf"lir and rch31,llh,,1I0n nnt! ",'.cnll,,' h"'3rol• .peclflc .nd Irend. on
( .h'n budee') mnlln,e'lon Y N 0 c:r'I'Il,cn••nd

• Reeonlluendlnll .ddll'on.' 'nrili,'cJ Z
'n flulruel",C ,./lurca· VN,.,O

C ('.nsure fin.llda' Ind • I\ccoun••"'••nd re./'O".''''c 'or 1111 Uncle'S'nntl'n, (In.nel., Dc'e,mlnJ"1 Clusca 0'
«CftUlIlJIlc'nlclrlly (l' revenue/enerllied .nd dlshuFUmen' Imrllrlll'un. n OJUre. "ell ,cOecllnc .ho
.he pra'cr.ed .re•••e. kecc"'e 'mm hellcfqu.r'ers and rere'r") In'mn,,,"nn 'rue "'ullllon

• upnnJlh'e 'or .ccurn'e IIccoun,'nl V N 0 Y'}1"D· .~

D (!Mure dcve':1",ell' I"d • I\ecnunl"b'e 'or devcl"pment '" ."n",,1 Ullderl'"l1dl", lle'ern"nln" INC e.usca
achieve_ill 0 '.~'ca' ~.n .nd I.ud~e. nI p'oterled lI'e-. In'r."ell"OI'S n .et or I./lure '0 IIrh'cve pllll
pllln••nd hudecll I"d · eJronllble or ",."lIn,,,illll,, 'he ."ed olt eel'ue, 'nelutl'"I'hcl, .nd bllcllcl
COIIlribul. 10 prolee'cd t'e" alld "ucI,c' rell_Iltllll, Vi6 DIfe. ,t ra,e&,e ",.nn'''1 · dend', ~r,",.~1tCT.kttI,'n 'he prC'ler.ed V N 0

llrea lind co"t ,,"ule In .""lelH- r'"nn'", "I·
p; f.l1.u,c .hlll .11 ac:'lvl"es • ,",croun'."'e rnr en'orce",en. c>r IlIw ...d U"ders'a"d''', J)••ermlnlnl'rue c.....e.

wI.hlll lhe Croleeted lI,ea ,cJU'II,Jo" ""d e""",lnl ,nrc rr~rl'Cc. "rrJlcahilll)'.. Ill... and 0' Incidence. and 'rend.cornr.' wi. I.....nd .hrn".hc>u' Ihe rmler'cd "'CII .ec"'nll",,. 'n ",olerled 'n 'ncldellees
re," IIIClCIIl · ".en. Y N 0

Y N 0 II.5
r ',",ure ::/:lIn'lIm leve" Cll • nel~.I"'C 'or enJurln,'h.' Ihe hlChcJI It~e'~"I.lnll II" J)e'ermlnlrtl'l'1l11 cause.

Nllo, III "'.ctlon 'e.... 01 \ullo...• .ervfre. nnd Illn~llce. '/J'" ranee'" Ilh)'llltnl nl NIIllr dwnllJ'nc.lnn
unde, hl./lle, J"rlMI'ellcm are nu,/","lned .Ill' .'nll,tlc,,'lnrmntnllc'n .nd "e".v/nur

• .c~""fjnll v/"'~' ~~'b V~O

a '!nlur~ .ced • Re'mn.lh'e ror de.'I". 'n,~'e",enl'I'un. Untle..'a"d'nl Delcrml,,'n, ClIIIICft 0'
Inlerven' rmrramn,u .nd eVII'uarlel" el' Inlen-en, (1n r'(l~r"n.n,e. I,,(("n'n"tln 'hal nlllY 'elld dev/.,lnn (rom 'nlended
• rc _pe'eit 'n ,...dJeI 'n n,eel Cftftlervnd"" ."'!eellve. 'n 'he 'ul,,'e,.cn" ..n• ,c."II. "r Inl.rwn"u",
Ind dntC'"I"el rn.'er'c,llIrea V N 0 Y N,9O· .,

" I!.,."r. h••_I_ • Itc,.-..JI,1c ....1..mu,,"''''e r,., tI.J'," Unl'c",IIIIl,"n, ,,,. Undc"'."dln~und.r'y'ns
relado"."I... "",,, lind ''''rl.",en'"''"" fir II c,...,,'''"'"'C .. ."".t/,.".c.. .,,,tla,'n'. ,.u"". or enn Ie' holli 'n
ncla"hottrln. .rllleve h.,,,,,,,,,o... rc'"' nne r.'?"'••".","":" and ctrll' the Inlll.nd aho,. '.rlll
.ommun'tle. • ne.~.lh'" '0' 'or In.,lllJn, n,ccr'"nrc I.)' " o,nln,'on re'.lln,IO VN 0

Il.r ol.ho m'e Itr Inclll comn",""'c. ,,, ,,,n,ntunll)"r",'ocl.oI _rell 24proler,ed .re. ma".,emen. IIn~. 6· Y N 0
I lie .ware 01 .esearch • RcJrer.,.II>1o lind Iccoun'lI1>1e ror en'''''''1 tJ,"'c",londlnr ,hc Oel.,mln'nl caUIU 01

IctMlIes .nd pfOIre.. ,h., rcllu,ch C"'Irammc 15 lm("enl.nre "llI'rJcllnec 0 re,uKh why relCIK ('~ra,"n,c

.p'na. "'.n .ccordln, '0 1 • "toferle" srell n"dl"p n,,01 'he r"nctl,," I. "0' 10 "",el.b e
COftlCfYII.'on Clfrlee.'vc. IInclt'n,elnhiu n' rescnrcll 'I V~O• Y N 0

J Rcprc.enl '''' ,""crted • Arc'OVnl.',lt fit' en8"r1nll 'h~' .he lJnclers,.nd':! lhe I.lel.rmlnln, 'he C.lIIel
l'eI Incrlll "',.ral. III proleclcd .rel .. 'crre.en'edln every s'~nlllr.nce poln'. or Idvcne eammenll III
""bl~ mee.'.... ~'e.,e. fll ~cll du,'n, rre~••"d pre..

• ClflOII.I""c rnr en8ur'na 'hilI the olhe, nlte"np Y N 0
'"'Orrtlllllc", _lIah'e .hou' Ihe r,n'rrled VioD .u;.re. fa "1' '0 ct.'e

•
K l!nJure III .I'I'"'I'rf.'. ,. RcIJ'O".n"e .nd '«O'I"'a"'e lor "ClI~11 Unclers,,,ncllns '"~ Iden'I~~nl.nd

".lallC'l belween ,uour« .nd 'n·rl'~"'Cn'.'/onCll rClClUKe day.'D·".)' lin lon, lerm del:rm nln~ .h. e.ulea 0'
"",1C"",'1on lind _.. 'n nl.lla'C'lIcn'/rro.e,'1on "rnl~'e. 'n meel In'r"e.'lo'" (1' 'he eonnkll Ir••-ecn
Ifle rrot.c'eeI .rel e.mtmecf ~rc. cnNe",.,lon "" er,lve• !,rc>le~lecllltC,:J_ . rf"""~''''' :=:'-;-"-·~4:

~ rtUilOliSloiAl na accoun"hle or llIe ntllnllJCmenl nl*Cl~ tMleMlloll Inti use
r.erar.'kon. 'rrnwa'. Ind Inlr'enlCn'.".", Y N 0 YN 0
Of • relClflltt conae.....'1on m.nllllcmen' ltet"ln~lnf, llId " .10rlnn ror .he rmleeled .re. • undelllll,nd "I,he

• 'm"'kll'on. itt pn'ellll.'
envl,,,,,nlc"'.lln'rllC" Cll
d1rre,enl .cIMI'.e '.In

Y N1.

I. Tralnlll' rcceMd

,



~on.\I. :'iKrr.rS

rD. Cru".", II. F.,.'u,,""n 12.0'", "'. W,III,n 14. lVII,.'n,""1t 01.....

/)e~eloJi"con"he-fob 1!••'"nllnCI'lIrr "e,(n''''''''le
0

('onn~elllll~ ~I~I( W,lIlncsla" 'rI'FlI... r.s and MOIIY.,lne sl.r(
"lIln'nl Y N Y I'" 0 ',"'n'"C h,'eI~ y I'" 0Y N 0 VI'" 0

J 111 • .lit l ~ f S.L f 60
erealln••""r'lve solullon. Deeld'", r,;o,lIles and "elee"nc (il1I1•• clen, Inll rue"nnl W,I"nClreefne,,'lnn arden n.lnlll.,lte conrerarlon o(
10 'nrraslNelu,al "rnhlerns lrom a',uM".e eourses or lei I..,,, In ~Inr' onef cn,,".c'nr~ and i..,"nellnn. 10 Ihlrd .ncrUelS .nd

Y N 0 ror n,,"nlen.nee and '{1'n~ 0 V I'" 0 "'''', .v con"lIc'nrs

;1/; V N 0 VN 0
20 "If &; 01

'!'rl.'n'nc nnancla'
,"'r"ea",.... to Icnlo,
",,,n.~,,,c,,' lind Jnnln,
•••n

V !f~O

lJevelorl'" orrloN '0 SeleCllnn rr'or'llea d"nnl budl:CI "ruen""1l r'n" lind '·'1.",'nl "'"nnl"l a"d Sellin. cr.n and hudlcl
lIehlne ",.na lind lJudCC'. 1'''1''''.' on rroc""" hudec'

0
"" ~CI brier. ro, nlllnale" co".'nc "I"

'n lIChl or ehanpnl YN 0 Y N I"~' )'fnl "rorau
"

Y N 0
e1rf1lm.,"nee. z;r, /fv V N 0 MY.16D :Y1
II.vI". ne_lblllly. ,.. relld' O.I..ftcln. lind nll'''.''r.C fteod, Itr P-r'·I,,'''' rm,r' W,III"11 du,., -.ded (J.'n',,~eoore'lIl1o" '"eon.I"o",lou ..!ild. re.""e' :~~~~';;~;:~&':;t1ell In .jtl,It lind rUwoe"UICI .It n""tell ...d In"nM"""'. -mna oefW
""lee'...... """e ,.... ,ec"'n.I''''1 In ,e,ldo"'1 Y N 0 Y I'" 0Y N 0 V I'" 0 .111' IIAC'" "r .he rrr.,celcd

2T .31 arcll .E6 6~
Y ~,D

n="~'Jona ror P.vIlu.llnr opllonl Inef Ie'ee,'n. (leUIn. r,rnleelcd alee'. rrcpllllnlt Inlerr,ellve /)ulln. wflh d'ISlllJned
'm ft.. lor I",cn'rles courses 0 lei Inn 'CClrdlnl vlAilO' rcr.rrctl ve IIn~ In m"lcrlnlJ .-fAllon
..;Ihln mCllnl .""nllble scruket

Y~D
,iliion YJoD v6tiDY!60 V~

Des/l"ln& (cllft'rlltull"lln Scleel'nft '~I'~rl,'e rfClJrllmmCI (1IvIn~dur '''II,uellnnl Wrlll"~de.r replfl. (1Ilnln, eoope",tlon or
delll") or adllprl". .nd eva u. Iftl hclr IU(t~ nn 'et n/to."nlcrwenllntt ur'lln 1. Inlervenllnn. II. /0(1/ cornmunille. where
In'ervenllNtl 10 neeel YaP rflttedurcll lueee-oat, IIl1ure, ell'. ·rpmpr,.le
Ipcrllk: need.

~
V~D V!;TD VN 0Y Q5

r>e~'''llde.. (or l)etc,,"'nl"l ..h, tert.," r,c.cnlln,'n(ornllll'urt "' lI.vln. Rllu," "1II11Mlb
'mp n. (OIIImu"'.,-rcl.led ,,,rI.,Ive. hnve • leve' Irwoprlnlc '0 VN .
commuhllr/rrofeclcd .rell lIehlcucd I\I«C" 'a,ccl'lIlllcllce

66rel,"olll V N 0 V I'" 0
V~? -to .50

Idell'lfrf". ~'I..,,"l1e. I!v,'ultlnl'h. ,cau". o( rCHlreh 1\nIl"'lnl ""cI,ch Ie.'.:". e.rllb'"hln. pClllIlve
ror ro, 11.1 .rrnClllcltt or lind Ih.I, .rr"e.,..... arc e"'''r'ehen.....c n, 'I, ,c!lUouhl,. ""'h
rellCllre" Y N 0 renr

1c
Y N 0 ruelrdte..

YN 0
~I Yi, 0.31 .56

I)ew/atlfn~"uhllc tc'''1oM ScIcCllr'JI ",.'erlll" "rrrC'/',I.,. MILI"f I"ml'" ru' ollt rrcr.""1 rrc•• role••c. Dulfellnl 'p .nd
",.lc,II" or.'. ,",Ucn, ror Cleh ",ccllnl rc,e,c" .Uonl .ftd rc~r"nd VN 0 ",.I"'lln"'llIetworlt of
cIC.) V N 0 " l\uUllnnll 9J

conl'cll ror ',,(orm.,lon 011
y N 0 ~.L

linnnil'lit"''''.'>' .n Import.n~refcVllnt

at Y N 0 mcc"np III ellUl,

81 YB6D
Vewe'Ofl'ft' _'hoda'a Worlln, wllft '0(1'
lehlc\lC! mlnll.emcnt _e eommun'tJea I/Iel Glhe,

,ob,eellvu
YN n COlICcmed Jll!ftlel",...1_,~~;··:rarffi:;i:

.nd 'mplement'lloll

c~ Y N IZI
69
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ATl/IUVr.5
MaIn "h'dnn.. nl 'h~ ,. Acrnlln,,,MIII, "n,' Rr~r..n""lII'l...
Jnh ,~. W,,,. E'hln Ill. enn,nd'men' '" 17: Comn.lln'l,

COAJrlTa/loA AII'hld..

A l'nslI,e "".Ih.billry 01 · Mulllll7.inp, palenllal 0' .1I<>ealcd 'call Necd••,I-jcrllvllr In nrp,ni..., Nccds 10 Ncc,b In
a eon'JlClenl and _II· · R~sponslb c fo, 'dcnll')inll,nlllln~ "ceelo "nd ,;cncral .'a' de.hllr.' denlonsl,.le demnRSU.le and
mollV1lled sl.'f • nu~nslhle fnr rceonlnlen,bllnns an,l rnnunllmenl .nd In."" under....ndlnc

"rr IUllon 01 dlM"r"n",}' nten'''r... Inolll ellmn,lImcnr 01 need 10'
• In nlhers h.rmonlous

rcl.llomhlp

D P.nlure .v/lilahillly fI' · ncsJ'f!n..II,lc anrt .«oun'nh'e lUI "un..,," r,,"lrnelu.'
arr,'OJI,I.le ",..Inlcnanre. rcralr .nd reh.hllilnlln" "',,' .J:,eclIlc"l. In 0,,1,11 nnel lelle,
In ,alflOC'Ule (wllhln conslnle,lnn
budlel) · neenn,nlendln, "ddlllnnni 'nellille.

•
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Amlex 2: Results of the PAReS survey in Zanzibar

Institutional Framework

The Ministry of Agriculture, Livestock and N,~uural Resources is divided into ,:ommissions including the
Commission of Natural Resources. Within this there are Sub-commissions for Forestry and Fisheries. The
Ministry of Water, Energy, Lands and Environment has a Commission of Lands and Environment, within
which is the Department of Environment. At present no national parks exist on or around Zanzibar.
Recently the Department of the Environment has developed a proposal to establish a semi-autonomous
conservation agency which would be established as a trust (Bensted-Smith pers. comm. 1993). If the
proposal is accepted the Government of Zanzibar would contract the trust to manage some of the forest and
marine areas as conservation areas. This would be in collaboration with the Sub-commissions of Forestry
and Fisheries. The Trust, which would be self-financing would focus on:

• conserving the country's biological diversity on land and sea

• protecting and using wisely the natural resources on which sustainable development depends

• providing a base for economic development, especially tourism

• educating Zanzibaris about their country's ecology and wildlife

PARes Assessment in zanzibar

The establishment of a new conservation or protected area agency would undoubtedly require a training
programme to be an integral part of the institutional development of the new organisation. This would
include both staff employed directly by t~e Trust and collaborating !~aff from the Sub-commissions of
Forestry and Fisheries. In order to get some information on present skill levels and training underway in
the natural resource sector tbe PAReS RM made a visit to Zanzibar on S-8th October 1992. Staff members
from the Forestry and Fisheries Sub-commissions were interviewed and 6 questionnaires were distributed
at a workshop. Unfortunately only one questionnaire was returned and so no analysis of data was possible.

Sub-commission of Forestry

The Sub-commission of Forestry is responsible for the management of ten forest reserves on the two islands
which make vp Zanzibar.

Several members of the Foresty Sub-commission staff (n=5) were interviewed about training needs and the
training progranune which formed part of an overall institutional development project supported by the
Finnish International Development Agency. The Forestry Sub-commission has received support since 1980
from FinnlDA and has received funding for a third phase (1993-1997). Under Ihe new phase it is proposed
to establish a Conservation Section to be responsible (or the ~onservation and protection of environmentally
or ecologically important areas. Of particular importance is the monitoring and management of mangroves
as well as Jozani and Ngezi Forests (habitats of rare endemic flora and fauna). The Conservation Section
would act as the planning and liaison unit between the Forestry Dcp!-rtm,"n' and the proposed Trust.

In the past Forestry Department staff had undertaken training at Sokoine University, the Forestry Training
Institute at Olmotonyi (certificates and diplomas) and Mweka College. Training outside of Tanzania was
difficult to obtain unless through a donor-sponsored project. The FiMIDA project had developed in-service
training to teach skills in planning, project proposal preparation, and evaluation and had also sponsored
people to attend management and acounting training courses. The Department has a Training Officer who
is responSible for designing the training progranune for the whole department. A series of short courses
on technical subjects arc planned each year in conjunction with senior managers. There is a strong focus
Oil developing practical skills and staff from within the department may be used to run the courses, or



resource people from outside are brought ;'.. One of the main constraints faced in Zanzibar is the low
educational level of many staff members. Under the FinnlDA project a tutoring programme was initiated
to allow Departmental staff to improve their educational qualifications and thereby increase their chances
of su..cessfuUy passing entry examinations for diplcma and BSc courses.

The planned .;Sponsibilities of the Sub-commission's Conservation Section include many new activities, such
as the preparation of wilc1life management guidelines, identification and monitoring of biologically and
ecologically valuable areas, buffer zone management with local people and conservation education. The
implementation of these activities calls for training of the assigned staff in general conservation matters,
communication, education, people's participation etc. At the moment, few staff have any specialisation in
the conservation aspects of forestry, such as wildlife management (Duvall pers.conun. 1992).

Sub-Commission for Fisheries

The Acting Assistant Commissioner for Fisheries was interviewed about training needs and opportunities
within the Fisheries Sub- commission. '(he Sub-commission is not responsible for any protected area
however it is concerned to ensure that fishing is managed in a sustainable manner. To promote this aim the
interviewee felt that training is needed in coastal management, natural rescurce management and conflict
resolution. At present the Sub-commission is not being supported by any external donors and funding for
training therefore comes through the parent ministry. There are very few training opportunities and when
funds are available they are used mostly for local (mainland Tanzania) certificate or diploma courses in
fisheries. The Sub-commission only has one graduate staff member (out of a total staff of 96) who is
currently in the UK undertaking a masters degree. This training has been organised through the Institute
of M.uine Sciences which is bast;d in Zanzibar. The Sub-commission runs training courses for local
fishermen and the Fisheries Officers are responsible for in-service training of beach recorders (who make
up the main complement of tl".c manpower).

BEST AVAJLABtE DOCUMENT
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Annex 4

2.3.4a Comments added under "Accounlabllity & Responsibilities"
Tanzania: Tanzania National Parks & Wildlife Division & Mweka.

AJ·Kl PARCS Ref.No: CoaEnt added No added

Al DII067WDTNA0340F·O Ensure safety and good working conditions. 5
Al 0719I3WDTNC21····0 Responsible for recommendations on incentives.
Al DS0612TPTN·····S·O Responsible for recruitment
Al D50612TPTN·····S·O Responsible for advising management committees for

staff promotion.
Al D2127BTPTNA0220··0 Recruiting and continuously motivating staff.

81 DS0686DPTN··XXX··· Provide advice on the design of certain I
infr~structure construction.

CI D71913WDTNC21····0 Soliciting Aid/grants from NGOs' 2
Cl Ol1067WDTNA0340F·O Ensure work undertaken is within budgets

allocated.

01 D71913WDTNC2I····O Coordinatinq assessing and reviewing budget plans. 1

El DII067WDTNA0340F·O Setting up law enforcement ranger forces and lines 3
of communication and a command structure to
control them.

El D31037WDTNCI4····· Responsible for organising field patrols and
~rosecution of arrested poachers.

El D7I913WDTNC21····0 o propose amendments in laws

Fl None None 0

Gl None None 0

HI D50656TPTNCIIXXXO Responsible for creating and enhancing trust 3
between local communities and park personnel

HI D20I55TPTNC1520S·0 Oversee benefits sharing.
HI D21097WDTN62040S·0 Responsible for conducting local meetings with

elders around the Drotected area.

J1 D50656TPTNCI1XXXO Resoonsible for ecological monttoring 1

Jl D21097WDTN62040S·0 Responsible for ensuring that no illegal hunting 1
is (fane within the protected area.

L:-- D30991TPTNC1720S·0 Responsible for identifying environmental illlPact 1
on resources.

2.3.4a Deletions under ·Accountability &Responsibilities·

Al·1U PARCS Ref.No:

None

Deletion

None

No deleted

o



2.3.5.a. PAMs gap analysis relative to PARCS
Technicalll<llowledge: Tanzania Wddlife (lvision

2.3.5.a. PAMs gap analysis relative to PARCS.
Planning Knowledge: Tanzania Wildlife Division
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Legal Knowledge: Tanzania wildlHe Division
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2.3.5.a. PAMs ~~ap analysis relative to PARCS.
Management Knowledge: Tanzania Wildme Division
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2.3.5.a. PAlvts gap analysis relative to.PAReS
POlicies & Procedures KnOWledge: Tanzania Wild6le Division

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

2.3.5.a. PAMs gap analysis relative to PAReS.
Financial KnoYt1edge: Tanzania Wildlife Division
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2.3.5.a. PAMs gap analysis relative to PAReS
Tedv'lical Knowledge: Tanzania Nalional Parks

2.3.5.a. PAMs gap analysis relative to PAReS.
Planning Knowledge: Tanzania National Parks
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2.3.5.a. PAMs ~~ap analysis relative to PAReS.
Management Knowledge: 1anzania National Parks
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Annex 6 : ATIlTUDES

A. INSTILLING WORK ETIIICS

AI. n:rcrring Slarr n:gul.rly lu Allmllllslnlllvc: On/en un codes ur wurk conlluci anll behaviour In SCitff meedngs. seminars.

A2. showing han/ work and iJeiJicalion II1ruugh cxamplc.

A3. ensuring objectives of lI1e organisation are ellplained 10 scarf.

A4. acknowledging good work in olhen while positively c:rilic:ising bad work.

A3. showing IOlerance 10 oll1en' points of view.

A6. shewing undcrscanding when laking discipUnary measureS.

A7. providing lllentive supervision to ~r.afrs work. especially when new responsibilities are given.

A8. developing performance appnisal schemes.

A9. encounging suboriJinate slilff to participate in programme formulation.

A IO. cultivating good working relalionships which creales npport (or instruc:lion.

AII. ensure lhal scaff are suicably equipped and molivalCd as regariJs Iheir lnini,.g and 1001s (equipment) needed to perform
efficiently.

A12. never crilicjse ol1anisarion openly.

A13. rcspeceagrcel1enlS.

A14. givin, ocher; n:sponsibiliry.

AU. ubjeC:liviry and justice of pcnonncl.

B. INSTILLING COMMITMENT TO CONSERVATION

81. showing dcdl~tlon 10 nadonal, rcglonaland Ioc:al conservation objectives or give eumple of commitment 10 conservalion.

82. explaining 10 scaff Ihe value of conservation by conducein, regular in-service refresher courses on conservation ethics.

BJ. demonslnlinglhe importance of conservalion in relation 10 human needs.

B4. bccominl involved in utension conservalion aclivities. especially wirh school groupslwildllfe clubs.

BS. panicipalinl In lI1e desi,n, implemcntadon and analysis of effective law enforcemenl prollnmmes.

B6. leachin, prolCcted area malllgemcnllhal runy covers conservation concepl.

B7. discouragemcnlof aclivlries contl2ry to lIIe elllici of conservation e.1 off road drivinl, killinl animals, animal dislUrbance
ell:.

B8. provide incenrives for conservation sraff especially the wardens who are lowly paid for ouurandinl performances ell: 10 as to
molivate them.

B9. leach cost and benefits of conservalion.

BIO. srudying past conservation effurts and plans and learning from ellpcriences of orhers and causes of lIIeir suc:c:esses and
(ai!urcs.

BII. pl:'lvidinl necessary worllin, tools.

B12. reward pirkl or conservation arels wilh OUlllandinl conservalion records.

813. researchlllJ conllnuall)' on animal population, behavluur and hlbilal.

814. rqulalln. and conlrollln. elporls and Inlpurls of scheduled and non-scheduled animal•.

81j. dclelatinl resJICIlISibllity co olllen.

B16. active participalion or PAM In conservation activities with relular surveillance of work earned out by slaff.

C. I!~~TILLING IIEAlfTIIX ATDTIJDES TO APJACENT COMMYNITIES

CI. ac:c:eplin,rhe validity 01 community participation in protected arca RlIllllemcDland Involvlnarhem.

C2. liJlenin. to and demonstradn. willll1JRCSS to undenrand communlry arell.

C3. Insuucdn. scaff 011 tho value of harmonious reJallons with .djlccnt COlMRlnJdel 10 tho consorvalion obJectivCl of protected
arell.

C4.

C5.

C6.

C7.

C8.

lakin. an active role in conOlcs resolution (0.1. problem animal conlrol).

cakinll opportunities 10 provide employment for loc:al communilies al appropriate to lIIe consorvatlon objectives or Ihe
prolected area.

maincaininl dialogue with loc:al communities, and ,eUinl scaff involved In kccpinll communitlel up co date willi consorvadon
developmcnrs In lho area.

acclina ways in which IInlibJo bcncOlll can accrue co communlliCi wlll10ul Jcopardlslnl the arca's conservation objectives.

Iducadon tor local communities In cOlIICrvation. .NT



Annex 7

COLLEGE OF AFRICAN WILDLIFE MANAGEMENT

STRATEGIC ACTION PLAN

The final, and perhaps most important stage In the planning
process Is to develop an action plan.

In summary participants recommend that the College:

• undertake a user survey to evaluate current performance of
Mweka's services and future needs of wildlife authorities for trained
personnel and in-service training

• review and redesign the curriculum for greater relevance to the
changing requirements of wildlife authorities consultancy services

• raise a campaign to dispel any perceived declining standards, eg by
brochures

• carry out an organisational review to improve communications and
control

• develop a staff development programme

• review staff recruitment criteria and make recommendations to
improve faculty composition and performance

• review existing performance appraisal system

• carry out a study to identify the opportunities to Improve the flows In
communications and in the management of information

• develop a programme to attract additional donor funding and
establish endowment

• engage external help in development of financial management and
control systems including financial planning and forecasting
procedures

• examine options for expanding research and consultancy activities
In support of the Colleg~'s trl:i'n'ng programmes

• carry out an international staff recruitment campaign

• examine options for better use of the study areas

BEST AVAILABLE DOCUMENT


