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EXECUTIVE SUMMARY
TANZANIA

TRAINING NEEDS AND TRAINING OPPORTUNITIES ASSESSMENTS

Introduction

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

Traditic nal training institutions and programmes for PAMs in Africa have not kept pace with the increasing
demancis 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 PARCS training needs and training opportunities assessment address two questions: (i) ‘What is nseded
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 possess. Differences between skills needed for the job and those actually possessed
are 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 PARCS 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 TWD and TNP had training plans but these did not encompass everything
included in the PARCS definition of a training plan'.

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

Analyses of questionnaire data provided the backbone of the training needs assessment. The levels of skills
required for the job (as set by PARCS? in the questionnaire) were first validated to ensure that the
questionnaire truly reflected the scope of responsibilities held by PAMs in Tanzania. Training needs for
each skill/competency were determined by a 'gap analysis’ which compared PAMs current skill levels with
those that PAMs considered were needed for the job.

' A (raining plan is defined here as a structured programme that operales in a pre-set timetable to ensure that all protected
area management staff receive adequate and appropriate training prior to assuming their posts. It also provides
professional development and refresher courses regularly and monitors and evaluates training programmes undertaken.

: The PARCS’ team of consultanis set knowledge levels based on their own experiences in protected area management in
Africa and on comments and opinions from both government and NGO management professionals.




PAMs identified training needs in the following general areas:

Knowledge Skills:

TWD TNP
Policies and Procedures Policies and Procedures
Technical Legal
Planning Technical
Mental and Social Skills:
TWD TNP
Problem Analysis/Creativity Evaluation
Evaluation Creativity/Written skills
Comprehension Problem Analysis

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

TWD

®  Ensuring harmonious relationships with neighbouring communities
® Ensuring appropriate infrastructure within budget

e Ensuring optimum levels of visitor satisfaction

® Representing the protected area and its interests in public meetings

T
® Ensuring optimum levels of visitor satisfaction

® Representing the protected area and its interests in public meetings

® Ensuring harmonious relationships with neighbouring communities

e Ensuring that all activities within the protected area comply with laws and regulations
® Ensuring agreed intervention programmes are completed to budget and timetables

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

strategies.
FODs’ training needs were identified as:

® Human resource devlopient
® 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.

Training Opportunities Assessment

An opportunities assessment was not undertaken. However the academic staff at the College of African
Wildlife Management (CAWM) at Mweka completed questionnaires to indicate the level of skills taught on
the diploma course in Wildlife Management. Information on CAWM is precentad hars

Recommendations

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 opportunity to progress through all levels in an efficient way ie building upon skills aiready 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 progranune which 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.

Formal

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 are 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
undergraduate and then a masters degree. This would be appropriate provided the specific skills
which would be learned reflect the needs of the organisations and would help TNP and TWD to
reach specific objectives.

- The development 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.

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

In-service

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

- Such a. programme would consolidate the present staff’s 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 PARCS survey could form the basis for designing such an in-service
training programme which might include the opportunity to attend short courses run by
other organisations within the country, but also to run courses within TNP and TWD.

Both respondents and senior management within TNP and TWD have expressed the need for
'refresher’ courses in technical suhiscte for thaiz aeafe

- Mweka College is weil 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.

(.



College of African Wildlife Management

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 TWD still have this important training opportunity available to
their staff in the future.
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SECTION 1
PROTECTED AREA CONSERVATION STRATEGY (PARCS)

THE APPROACH

Africa’s system of National Parks and Protected Areas constitutes one of the most important
safeguards of the continent’s rich biological dwersuy 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  Thejob of a PAM is becoming an mcrcasmgly more complex task, requiring technical skills
relating not only to wildlife and tourism, but to management, plannmg, law, palicies,
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.

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

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

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

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

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

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

THE PROJECT

In light of the above the PARCS pro;cct seeks to address two quesnons (i) what is neeced in
respect of Protected Area Manager training to enhance the conservation of Africa’s Protected
Areas? and (ii) what can be done to provide this training for PAMSs? (ii) what steps can PAMs
themselves take to identify and design pilot educational efforts that respond to their needs?

This is to be done by:

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

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

¢ collaborating with PAMs in the development of a broad series of recommendations for
training Protected Area management staff
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1.3.2
1.3.2.1

1.3.2.2

1.3.2.3

The PARCS project is envisioned as a multi-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 skill levels

¢ determine the types, amount and frequency of training currently received by PAMs
d  assess training needs of PAMs

¢ 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

OVERARCHING QUESTIONS
Data generated by the training needs and training opportunities assessments was used to answer
a suite of overarching questions which addresses the main points outlined in Section 1.2 above.

These questions are listed below and are divided into broad, general categories of enquiry each
with a sub-set of subordinate, specific ones.

The Questions
What are the responsibilities of a PAM? Are these responsibilities universally recognised?

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

b  What are the responsibilities recognized by PAMS?
How do PAMSs’ perceptions compare with PARCS’ perceptions?

[£]

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

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

f  What are others’ perceptions: do they match PAMs’ and/or PARCS' perceptions?
What are the constraints on meeting these responsibilities? Where does training fit in?
a  What are the overall constraints?

b  What is the importance of training in overcoming constraints? [as in 1.3.2.1]

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

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

b  Are there differences between biomes in the technical knowledge of PAMs?
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1.3.2.5

1.3.2.6

1.3.2.7

1.3.2.8
1.3.2.9

14
1.4.1

1.4.2

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

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

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

¢ Does training received cover all major requirements?

d How well does existing t.aining prepare PAMs? Does type of training received reflect the
degrze of preparation for requirements?

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

f  What do training prdgrams aim for?
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?
¢ What are FOD training priorities?

What further training is required?

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

b  Where are the biggest gaps perceived by others?

¢ What are the constraints to training?

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

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

What kinds of tr2ining should be recommended?

THE PROCESS

The PARCS project is managed by the Biodiversity Support Program (BSP) and implemented by
a collaborative group of three NGOs: The African Wildlife Foundation (AWE), Wildlife
Conservation Society (WCS), and World Wildlife Fund (WWF). AWF is the lead organisation
in east Africa, WWF leads PARCS in southern Africa, and WCS has assumed lead responsibility
in francophone central Africa.

Funding for PARCS comes from the Bureau for Africa of the U.S. Agency for International
Development (AID). Sc:_?plcmemary funding has been provided by WWF, with AWF, WCS and
WWE contributing staff time to the project as well. Furthermore, each of the collaborating
organisations is drawing from its expertise and experience with related ongoing activities in the
field, to enhance the PARCS assessments,




1.4.3

1.4.4

1.4.5

1.5
1.5.1

1.5.2

1.6
1.6.1

1.6.2

The PARCS project is led by a U.S.- based core team consisting of Kate Newman of BSP,
Cynthia Jensen of WWF, and Ainy Vedder of WCS. Regional Managers representing AWF
{Deborah Snelson), WWF (Michael Dyer) and WCS (Annettte Lanjouw) conducted the PARCS
assessments in the field. Barbara Pitkin of BSP coordinated the overall activities of the
collaborative group whilst Deborah Snelson provided field coordination of PARCS activities from
the AWF office in Nairobi. Data analysis was carried out by Vitalis Wafula and David Sumba

of AWF.

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

After the workshop, the methodolugy was reviewed by a number of key members of the
conservation community in Kenya and Zimbabwe and a sampling of wardens from several
African countries. The Regional Manager in southern Africa conducted a trial assessment of
training needs it Malawi between i3 September and 2 October 1992. The methodology was alio
reviewed by the core team in late September and amended in light of those reviews (Biodiversity

Support Program 1993).

GOAL OF THE METHODOLOGY
A questionnaire approach was adopted for the needs assessment for the following reasons:

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

b It would provide a convenient tool to compare cutside assessmenrts of the skills required of
the PAM with the PAMs’ own perceptions of required skills

¢ 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

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

TARGET GROUPS

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

job descriptions.

In some countries problems in Protecied Area management may be a result of individuals who,
at the directorate level, have little experience in such fields as management and planning. Hence,
in countries where the PARCS Regional Manager and his/her core team representative 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.
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1.6.4

1.7
1.7.1

1.7.2

1.7.3

1.7.4

It is also recognised that in many cases the job of PAM will eventually be filled by individuals
immediately below this level (depziiding on organizational structurss and the procedures of the
organization). The Regional Marnager and his/her core team representative may therefore have
decided to include in the assessment, individuals directly below the PAM. In Tanzania, for
example, there are senior wardens, wardens, and assistant wardens, so assistant wardens may
be included in the assessment. In countries such as Zaire, where there are rarely managerial
positions below the PAM, lower levels would not be included.

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

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

b  Protected Area Manager (PAM);

¢ Officers senior to PAMs, and other individuals who have recently workad as PAMs

d  Field Operations Director (FOD)
e Trainers/lecturers at wildlife institutions where PAMs receive iraining

f  Research Officers

TARGET COUNTRILS

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

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

The practical realities that dictate where assessments were conducted included, but were not
limited to:

a  government cooperation
b  USAID cooperation (for those countries being assessed with USAID funds)

¢ civil war/unrest

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

¢ potential for follow-on activities

A preliminary categorization of countries was made. This was as follows:

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

Limited Assessments: Somalia
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1.8.1

1.8.2

1.8.3

1.8.3.1

CENTRAL AFRICA
In-Depth Assessments: Cameroon, Congo, Rwanda, Zaire
Limited Assessments: Burundi, Central African Republic, Gab

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

PRELIMINARY GROUNDWORK

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 was also contacted. The initizl 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.

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 descriptions of, the job of PAM, FOD, and other positions
as appropriate

¢ training records

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

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

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

g number of Departmental training officers (job desciptions?)
h training programs (annual budget, evaluations, constraints).

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
invited to plan how PARCS was conducted for its country. At the formal meeting at HQ a
briefing was given on how the PARCS assessment could be administered.

The preferred (PARCS) 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 circumstances. Options for condusting the questionnaire io-
a  explain the questionnaire and have the PAM fill it out with the Regional Manager nearby
to assist

b explain the questionnaire and leave it for the PAM to fill it out on his/her own time
¢ explain the questionnaire in a workshop and have PAMs fill it out individually

d  mail out the questionnaire
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1.8.5

1.8.6

1.8.7

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

The Director was invited to decide on which was the best method for the PARCS assessment,
and often helped to set up meetings and/or workshops with PAMs. He/she was also asked to
recomunend people to talk to about training opportunities.

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

The RM might have decided to discuss the FODs’position and training needs. This was intended
to be an infonnal discussion. The RM presented the following as the main aspects of the FOD’s

job that may carry training needs:

a  Strategic planning

b  Development and compliance of policies, procedures, and standards
¢ Representation of organization and public relations

d  Planning optimal deployment of well-motivated competent staff

¢  Development and achievement of operational plans and budgets

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

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

h  Managing concessions in protected arcas

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, and what are the constraints to obtaining this training.



2.1

2-101

2.1.2

2.1.3

SECTION 2
TRAINING NEEDS ASSESSMENT

INTRODUCTION

The primary focus of the PARCS training needs assessment in Tanzania were PAMs in the
Wildlife Division (TWD) and the Tanzania National Parks (TNP). Although the Forestry
Department 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 in 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 tlic 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 Annex 2.

Summary of Tanzania’s Protected Area system

See Figure 1 for a summary of Tanzania’s protected area system (IUCN 1992). In November
1992 the Udzungwa Forest Reserve was up-graded into a national park.

Protected Area authorities

All natural resources are administered oy the Ministry 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, Ngorongoro Conservation Area Authority (NCAA), Tanzania Wildlife
Corporation, Serengeti 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;
Finance/Administration and Project Analysis and Planning. There are over 2500 staff members,
most of whom are based in the field. The majority of game reserves are controlled and financed
on a regional basis (regional projects), while seven areas of special importance are known as
national projects and come directly under the management of the Wildlife Division (Wildlife
Division 1991).

National conservation strategy and conservation objectives

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

® (o create a representative sample of protected areas which include all important biomes ot
the country

® o imprové protected areas management by creating a single management authority

"



Figure 1 SUMMARY OF PROTECTED AREAS

MapY Nutionallinternational designations IUCN management Area Year

ref. Name of area category (ha) nolified
Naiional Parks

1 Arusha Il 13,700 1967

2 Gombe 11 5,200 1968

3 Katavi Il 225,300 1974

4 Kilimanjaro 11 75,575 1973

5 Lake Manyara I 32,500 1960

6 Mahalc Mountain Il 157,700 1985

7 Mikumi § 323,000 1964

8 Ruaha Il 1,295,000 1964

9 Ruvondo | 45,700 1977

10 Screngeti 1l 1,476,300 1951

11 Tarangirc (| 260,000 1970
Garie Reserves

12 Biharamulo v 130,000 1959

3 Burigi v 220,000 1980

14 Ibanda v 20,000

15 Kilimanjaro Iv 90,000

16 Kizigo v 400,000

17 Maswa v 220,000 1969

18 Mkomazi v 100,000 1951

19 Mount Mcru v 30,000

20 Moyowosi v 600,000 1982

21 Rumanyika v 80,000

22 Rungwa v 900,000 1951

23 Saadani v 30,000 1968

24 Sclous v 5,000,000 1922

25 Ugalla v 500,000 1964

26 Uiba v 150,000 1974

27 Uwanda v 500,000 1971
Conservation Area

28 Ngurongoro viil 828,00 1959
Forest Reserve

1} Udzungwa v 120,000 1959
Biosphere Reserves
Lake Manyara National Park IX 32,500 1981
Screngeti-Ngorongoro 5.4 2,305,108 1581
World Heritage Sites
Mt Kilimunjuro National Park X 75,575 1987
Ngorongoro Conscrvation Arca X 828,800 1979
Sclous Game Rescrve X 5,000,000 1982
Serengeti National Park X 1,476,300 1981

Category VIII furest rescs ves are neither listed nor mapped.

'Locations of most proiecied areas are shown on the accompanying map.
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Figure 3

TANZANIA NATIONAL PARKS

_Approved Organisation Structure
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® o set aside wildlife management arcas where wildlife utilisation schemes directly benefit
village communities and the private sector

® (o develop a wildlife industry based on tourism, safari hunting, game ranching/farming and
village 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:onal parks by such means and
measures to preserve the country’s heritage, encompassirg 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.”

Existing training programmes
TWD

The Wildlife Division has a section 'Research, Truining and Extension® which is responsible for
developing a training programme on behalf of the whole department and also for coordinating
some training activities for TNP and NCAA staff. Training within TWD is currently provided
at four levels:

1. Ranger training at Pasiansi Wildlife Training School. This lasis for one year and TNP,
TWD and NCAA all use the facility

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

3. Assistant 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 BSc course.
3 years. For 'A’ level or diploma holders.

TWD 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 the 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 through 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.

In December 1992 TWD had the following staff being trained:

®  Pasiansi 3.1
® Mweka Diploma | 2 - down on usual amount
1§ 8
Certificate I 2 - down on usual amount
I 12
® Dar Univ Year 1 6
2 3
3 1
® External MSc course 2

16
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2.1.5

TWD keeps records of the training all staff, above the position of Game Assistant (n=153), have
received as well as conferences/seminars which have been attended 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 the certificate/diploma/degree level all staff are bonded for

five years.

There are currently several donor-funded projects providing support to protected area authorities
and many of these include training components. Project training programmes are usually
undertaken by providing formal training (both within and outside Tanzania), study tours, short
courses and on-the-job training. Little focus is placed on establishing an in-service training
capacity. TWD does not track the funds available for training through these projects.

TNP

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 falls 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
modern management. [Its 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 (US$ 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-ot-country activities. TNP
expressed an interest in being involved in the PARCS project as it was appreciated that the results
could be useful in drawing up a subsequent plan. TANAPA has recently appointed an officer
within the administration department who is focusing on manpower development, developing a
training plan and seeking funds for its implementation.

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 use, proposal writing, basic ecology, to censusing populations,
planning research programmes and community conservation. The course coordinators tried to
build in follow-up support to participants, by secking funds for project proposals. Several of the
participants expressed a feeling that the course tried to cover too 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 those responsible for training within TWD
and TNP to ensure that the most appropriate staff members are targetted, and that the course
addresses training needs within the agencies.

In-country PAM profile

Most PAMs within TWD and TNP enter the organisations after leaving school (and having
undertaken national service). Within TNP 'park cadets’ are posted to work in a natinnal nark
for up T ONE year, berore being offered a place at Mweka to undertake a certificate or diploma
course. TWD ’game assistants’ usually go straight to Mweka - without undergoing a period of
field work first. In some cases top graduates of Pasiansi Wildlife Training School (ie ranger and
game scout level) may win a place on the certificate course at Mweka and continue their career
development up to a warden.

Neither TNP or TWD had job descriptions available for their PAM positions.
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METHODS

Data analysis

Results from the analyses of questionnaire data were expected to provide the backbone of the
training needs assessment. In the first instance it would be necessary to determine whether or
not the levels of knowledge ('some’, "working’, "in-depth’) considered appropriate by PARCS
for skills in the various competencies within each Main Division of the Job were in agreernent
with those considered appropriate by the different categories of respondents (Asst. PAMs, PAMs,
FODs, Research Officers, Trainers, etc). A validation analysis was therefore designed which
comparcd 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.

To determine where a gap in knowledge occurred between what was required for a given skill
(as set by PARCS and validated by respondcnts) and the actual level of knowledge possessed by
each respondent, i.e. atraining need, a "gap’ analysis was carried out. That involved comparing
PARCS’ and respondents’ scores and looking for positive differences (i.e. gaps of +1, +2 and
+3). Positive scores arise when the level of knowledge set by PARCS for a given skill is higher
than the level possessed by the respondent. The digger 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.

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.

Counatry-specific methods
The training needs assessment was undertaken through several methods in Tanzania:

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

® 40 questionnaires were mailed out to PAMs and RMs working for the TWD.

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

® A workshop was 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
northern parks. After opening remarks from the Director of Personnel and Administration,
the participants completed the questionnaires. A post-questionnaire discussion was held.

¢

'was fiefd With StafT from the Zanzibar Forestry and Fisheries Departments on
6 October 1992 and 6 questionnaires were distributed.

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

A total of 47 PARCS questionnaires were completed for Tanzania.
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FODs comments on training needs

TWD

An interview was held with the Section Head for Research, Extension and Training. He felt that
the important training needs for TWD 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

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 TWD. He stressed that study visits outside
the country and formal training opportunities in Europe or the US were very motivating.

TNP

The Director of Parks 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.

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

Analysis of Questionnaire

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

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

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

¢ Data sheet C: for recording responses to statements on ‘Mental & Social® skills.
d  Data sheet D: for recording responses to the three Attitudes’ questions.

e Data sheet B: for recording responses to knowledge of local languages and use 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 form of training considered
best to address each training priority.
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g Data sheet G: for summarizing training already received as described in Row L of the
questionnaire.

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 TWD although some do hold senior posts eg. Chief Park Warden within
TNP.

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 the results section where
the figure/table is relevant and may be presented. These PARCS numbers are to be used in all
country geports to allow direct comparisons of training needs within and between countries in the
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 its chronological order will,
where appropriate, 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.

Data Collection Table (Table 3)

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

Tanzania Wildlife Division (TWD)

METHOD
POSITION Intervi
oy fr]z]|3|a|ls5]6] 7] Tota
- RN ST T
Asst PAM 3 1 4
PAM ! 6 7]
RM ! 4 si

FOD (for PAMs) J JI

1

2

3

4

S FOD (for own job)
6 ‘Trainer

7 Researcher 1 5] 3
8 Field associate I

9 Private Sector PAM

20
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Tanzania National Parks (TNP)

POSITION

Interviews
only

METHOD

4 1 5

6

Total

1 Asst PAM

2 PAM

RM

FOD (for PAMs)

FOD (for own job)

Trainer

Researcher

Field associate

O e I oy v e jw

Private Sector PAM

KEY:

Total
otal sample: n=

10

Regional Manager

1. Explain questionnaire to PAM/FOD and fill out with RM nearby
2. Explain questionnaire to PAM/FOD and leave to fill out in own time

3. Explain questionnaire to PAM/FOD at workshop and fill out individually with RM nearby

Consultant

4. Explain questionnaire to PAM/FOD and fill out with consultant nearby
5. Explain questionnaire to PAM/FOD and leave to fill out in own time
6. Explain questionnaire to PAM/FOD at workshop and fill out individually with consultant nearby
7

., Send out questionnaire by mail

Background Information Sheets

they had been a PAM are tabulated below.

Respondents’ Years in Service/Years as a PAM

Information sheets were not collected for any protected areas.

Although not all respondents completeu the questionnaire for both parts of the question, the data
provided on the numbers of years they had served in service and the numbers of years in which

6-10 yrs I > 10 yrs "

1-5 yrs
Organisation Service | Pam |

Sorvice | wmans r . o
‘Fﬁ._ T IUvK ORTVICE PAM
TNP 3 3 3 7 2 |

2!

Both organisations had a broad spectrum of years during which staff had been serving. The table
indicates that staff can expect to be a PAM within about 6-10 years of service.
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Validation Analysis for Knowledge

Additions and Deletions to Accountabilities and .-esponsibilities

See Annex 4 (PARCS 2.3.4a) for additions.

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

To check the validity between PAMs’ and PARCS’ score for ’Knowledge’ 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 knowledge 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 were: TWD 84%
TNP 92%

This meant that overall Tanzanian PAMs considered the knowledge levels 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 felt that PARCS had mostly ranked the knowledge
levels thus:

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

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

For readers interested in knowing which specific questions respondents felt PARCS had
significantly (under 50% agreement) under scored these are given below:

19. Some knowledge of human resources techniques and their application as appropriate (eg job
evaluation, salary structuring, training needs analyses) (TWD and TNP)

36. Some knowledge of development of research plan for the protected area (TWD and TNP)
The questions where TWD staff felt PARCS had significantly over scored were:

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

47. In-depth knowledge of the legislation regarding protected areas
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Table 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
PARCS’ scores. This was designed to give an indication of the difference between PAMs and
Asst PAMs perceived skill levels and skill levels deemed necessary by PARCS. The results are
shown in Annex 5 (PARCS 2.3.5a). Each of the six sets of histograms, 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 than that
required for the job; positive values indicate the a training need, and zero values indicate exact
agreement between PAMs and Asst PAMs and PARCS as to required knowledge. The greater
the difference between PAMS® and Asst PAMs® and PARCS’ posmve scores, the greater the
training need in that competency.

The six cumpetencies are: Technical, Management, Planning, Legal, Policies and Procedures,
and Financial/accounting.

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 any one competency, at least 60% of the respondents identified a training
need. This data is presented in Table 5 below. Although this table does not give any indication
of the size of the training needs (ie whether thcrc is a score of 1, 2 or 3), it does provide useful
information.

Percentage of questions in each competency in which at least 60% of respondents identificed
a training need, using the PARCS standard for comparison.

Skill ][ - % PARCS Standard
TWD TNP

Technical Knowledge 82 41
Management Knowledge 40 30
Planning Knowledge 75 50
Legal Knowledge 56 56
Policies & Procedures knowledge 90 m
Financial Knowledge 67 33

otal sample: n= =
(Asst PAMS & PAMS combined n: TWD =11, TNP=16)

TWD:  Policies and Procedures emerges as the competency with the highest percentage. The
scores are high for Technica! Knowledge and Planning Kagwicdge as welt.

TNP:  Policies and Procedures emerges as the top training need. Legal Knowledge and
Planning Knowledge are also identified.

It is perhaps not surprising that Policies and Procedures is an area where PAMs feel they need
training. To work effectively a job holder must be fully aware of the organisation’s pohcles and
procedures. Many protected area authorities lack up-to-date procedure manuals and this trammg
need has been reflected throughout the PARCS survey. The need for planning skills is consistent
with 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 attendance on training courses. The data collected can show
this in both competencies as well as in the main divisions of the jcb.

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

Table 6. The percentage of questions in which an average gap of about 2 was identified for
knowledge competency areas.

TWD TNP
Skl PAM FA |pam| RE | Fa
n=11]|n=5| n=9 | n=1 |n=16| n= n=1
Technical Knowledge 0 0 0 53 12 12 0
Management Knowledge 0 0 0 20 0 0 0
Planning Knowledge 0 0 0 50 8 25 0
Legal Knowledge 0 0 22 11 0 11
Policies & Procedures knowledge I 40 0 10 100 70 40 0
0 0

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 alt competencies. This is a common
finding across the PARCS survey.

TNP:  These results again cite Pclicies and Procedares 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 are 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.




‘Table 7. Percentage of questions in which an average gap of 2 was identifled by main division of the

job,
TWD TNP |
PAM R FA | PAM| RE FA ||
n=11| n=§ | n= =1 |n=16] n=2 | n=1
A = Suffing o | o 7 | |1 o |
B = Infrastructure 17 0 17 17 17 0
C = Finance/accounts 0 0 0 75 0 0
D = Tactical plans 0 0 50 0 0
E = Laws and Regulations 0 0 0 80 20 0
F = Visitors 14 0 0 |7t |43 |29 0 1'
G = Interventions 0 0 0 80 20 40 0
H = Community Conservation | 25 0 0 75 25 25 0
I = Resecarch 0 0 0 50 17 0 17
J = Public relations 14 0 0 29 29 14 0
K = Resource conservation 0 0 50 0 25 0 "
Sl

otal sample: n=

TWD: This table shows that wardens feel there are only four main divisions of the job where
they have siguificant training needs ie

o Community Conservation (H),
L Infrastructure (B),

L] Visitor Services (F)

o Public Relations (J).

However the Field Associate feels that there are training iiceds 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 Relaticns (J)
Community Conservation (H)
Laws and Regulations (E)
Interventions (G)

Researchers would also include Resource Conservation.

Community censervation and public relations are very interlinked and it is inieresting 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 lower on the TNP list
than the TWD list. Although Tanzania attract many visitors to its national parks and to some
game reserves, the organisations have not placed major emphasis on developing visitor services
and this is clearly felt as a lack by the PAMs.
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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 this specific information, each competency is
examined below and the areas where significant training needs for at least 25% of the
respondents were found are detailed. Annex 5 presents the gap analysis data in histogram form.

a. Technical Knowledge (Wildlife/Tourism)

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

TWD TNP -- knowledge of visitors expectations

TWD TNP*  -- protected area infrastructure techniques and site design

TWD* TNP* - interaction between tourist and local areas

TWD TNP* - interventions needs, techniques and implications

- TNP -- knowledge of research methodologies

TWD TNP* - context of the protected area in the regional/national/global arena
TWD* TNP*  -- types, locations, trends and requirements of important natural and cultural

resources in the protected area
- TNP*  -- types, locations, trends and requirements of threatened and endemic fauna
and flora and the key species of the ecosystem
- TNP -- 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 TWD 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 area vs people conflict management

These results confirm that the TNP PAMs recognise that community conservation programmes
are important, but that they lack skills to implement such a project. The Community
Conservation Service has a major training 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 warden’s supervision these are usually simpic and basic, it wouid be
possible to provide wardens sufficient skills to manage these basic facilities to a high standard,
through a short in-service course.

c. Planning Knowledge

Training needs (ie scores > 0) were identified for 11 out of 12 Skills by TWD 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:




TWD TNP* - knowledge of techniques in developing long and short-term visitor plans

- TNP -- how to develop and implement protected area management objectives

- TNP -- how to develop and maintain a protected area management zoning system
(* = score of 3)

In many protected area authorities planning is often perceived as a separate activity undertaken
by a discrete unit and this is presently the case within the TWD and TNP. However both units
have worked with PAMs in the development of protected area management plans and increased
skill levels in this way. However, planning does not just involve the development of
management plans and TWD 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 Knowledge

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

were identified in:

TWD TNP -- relevant laws and regulations (eg firearms, arrest, charging)
TWD TNP -- contract law as applicable to concessionaires and visitors
-- relevant laws and regulations related to interventions

TWD TNP*
- TNP* legal aspects of collecting/exporting materials and specimens

- TNP* - 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
PAMSs 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 =22) were identified in policies and
procedures related to:

TWD TNP* - staffing

TWD* TNP*  -- infrastructure

TWD - - accounting

TWD* TNP* - laws and regulations within protected areas
TWD* TNP* - visitors

TWD* TNP* - interventions

TWD* TNP* -~ community conservation

TWD* TNP* - public relations

(* = score of 3)

The development of the Policies and Procedures for an organisation is usually the responsibility
of the more senior decision makers. Howsver DA Ms in many cases nced i be famitiar with both
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 TWD and TNP should focus in future
training programmes.
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2.3.6
2.3.6.1

2.3.6.2

f. Financial Knowledge

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

TWD TNP -- record keeping for financial disbursements to local communities
TWD* TNP* -- records of resources used or resources shared (both financial and in-kind
distributions) with local communities
- TNP -- 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.

Biomes

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

Validation Analysis of Sacial & Mental Skills
Analysis of 'Yes® 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 'Yes’ 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 his/her job as a PAM. If the percentage agreement between PARCS and PAMs
for ' Yes’ responses was > 70% then the "Mental and Social’ skills component of the PARCS job
description for PAMs was considered validated.

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

The high scores recorded indicate that there was good agreement that the mental and social skills
described by PARCS were relevant protected area managers in Tanzania.

'No' Response by PAMs 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 (TWD)

B 13 - writing specification orders and instructions to a third party (TNP)

B 14 - gaining the cooperation of suppliers and subcontractors (TWD, TNP)

D 12 - presenting plan and budget (TWD) _ ‘

D 13 - selling plan and budget convincingly (TWD, TNP)

E 10 - having flexibility to reach compromises which respect objectives of the law (TNP)

E1ll - g}:ncing and evaluating needs of the involved parties in spirit and letter of the law
P) .

- gaining cooperation of wrong doers (TWD, TNP)

evaluating options and selecting courses of action regarding visitor services (TNP)

preparing interpretive materials (TWD, TNP)

dealing with dissatisfied visitors (TWD, TNP)

10 - designing interventions to meet specific needs (TNP)

11 - selecting appropriate intervention programmes and evaluating their success (TNP)

12 - giving clear instructions on technical intervention procedures (TNP)
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2.3.7
2.3.7.1

Table 8.

writing clear reports explaining intervention, its success, failure etc. (TNP)

having cultural sensitivity (TNP)

determining causes of why research programme is not to timetable (TNP)

ensuring research reports are comprehensible to lay people (TNP)

selecting materials apprpriate for each meeting (TWD)

preparing press releases (TNP)

building up and maintaining network of contacts for information on ail
important/relevant meetings and events (TWD, TNP)

developing methods to achieve management zone objectives (TNP)

working with local communities and other concerned parties during resource
conservation plan development and implementation (TWD, TNP)
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This is an extensive list. Clearly TNP staff see a separation in the responsibilities of research
(ecological monitoring) and overall park management. The list also reflects 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.

Current Mental & Social Skill Level of PAMs and Asst PAMs

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: 1=none, 2=poor,

3=satisfactory and 4 =good. The data for values of | and 2 were analysed to look at where low
skills exist and the results are presented in Table 8.

Percentage of times a response of 1 or 2 was given for each skill

Percentg_gs (%)
TNP
n=16

24

32

38

21
38
30

TWD: 1. Problem Analysis and Crcativiiy. 2. Evaluation, 3. Comprehension
TNP: 1. Evaluation, 2. Creativity and Written Skills, 3. Problem Analysis

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



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

2.3.8
2.3.8.1

Percentage (%)

Skill TWD TNP

n=11 n=16
A = Staffing 14 20
B = Infrastructure 25 29
C = Finance/accounts 24 25
D = 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 25 45
K Resource Conservation 15 18

otal sample: n=

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

Despite some respondents feeling 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 planning 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 mental and social skills and is a function which TNP
wardens are increasingly have to perform.

Analysis of Attitudes

Aside from possessing technical skills and knowledge, PAMs must develop leadership qualities
which encourage subordinates to consider secriously their own roles on protected area
management; team building is an important component of a PAMs responslblhty To discover
how PAMs tackled the issue of instilling appropriate attitudes towards conservation in their staff,
they were asked to indicatc what medods they use, or would Use 16 instil:

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

These are shown as competencies 15, 16 and 17 in the questionnaire. This part of the
questionnaire required. written responses. The PAMs responses were analysed on the basis of
their years of experience in protected area management. A list of typical responses from across
the whole PARCS project was drawn up and given a reference number (se-. annex 6). Individual
resplonses were categorised by these number and those given for the various groups in Tanzania
are listed below.




Methods to Instil Work Ethics

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

A 2 Showing hard work and dedication through example (TWD, 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 S5 Showing tolerance to others’ point of view (TNP)

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

A 7 Providing attentive supervision to staff’s work, especially when new responsibilities
are given (TWD, TNP)

A 8 Developing performance appraisal schemes (TWD, TNP)
Al0 Cultivating good working relationships which creates rapport for instruction (TWD)

A1l Ensure that staff are suitably equipped as regards their training and tools needed to
perform efficiently (TWD, TNP)

Methods to Instil Commitment to Conservation

B 1 Showing dedication to national, regional and local conservation objectives (TWD,
TNP)

B 2 Explaining to staff the value of conservation by conducting regular in-service refresher
courses on conservation ethics (TWD, TNP)

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

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

B 5 Participating in the design, implementation and analysis of effective law enforcement
programmes (TWD, TNP)

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

B10 Studying past conservation efforts and plans and learning from experiences of others
and causes of their successes and failures (TWD)

Methods to Instil Healthy Attitudes to Adjacent Communities

C 1 Accepting the validity of community participation in protected area management
(TWD, TNP)

C 2 Listening to, and demonstrating willingness to, understand community problems
(TNP)

C 3 Instructing staff on the value of harmonious relations with adjacent communities to the
conservation objectives of protected areas (TWD, TNP)




2.3.8.2

2.3.9
Table 10:

2.3.10
Table 11:

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

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

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

C 7 Secking ways in which tangible benefits can accrue to communities without
jeopardising the area’s conservation objectives (TWD)

Tanzania provided a wide array of responses. This demonstrates a good understanding amongst
Tanzanian protected area managers of how to inspire positive attitudes in staff under their
supervision. Interestingly 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 TWD offered
more options.

Language Skills of PAMs and Asst PAMs

Language Skills of Respondents expressed as percentages
Organisation/Department n Y N
64 27 9
88 13 -

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

Computer Skills

Respondents computer use and skills
| Organisation/Department N B WP |AC [DA
TWD 64 - * . g

TNP
Lrotal sample: n=46 (1 WD=26:

A large percentage of respondents were not familiar with using a computer. Where computers
are used these are mainly for word processing and data analysis.
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2.3.11.1

2.3.11.2

Training Needs Identified by Respondents
Respondents were asked to identify their three greatest training needs - see table 12,

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

TWD TNP

Management Technical

Legal Planning

Planning Policies and Procedures
Technical 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 are needed. The fact that this did not emerge in the 'gap analysis’ as a major training need
irdicates 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 are 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.

The main divisions of the job cited were:

TWD

Research (I)

Resource conservation (K)

Finance/accounts (C)

Staffing (A), Infrastructure (B), Tactical plans (D), Visitors (F), Community conservation (H)

TNP

Community conservation (H)

Staffing (A)

Finance/accounts (C)

Public relations (J), Resource conservation (K)

Community 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: Training Priorities Identified by Respondents (PARCS No. 2.3.11) - TWD

COMPETENCIES
MAIN DIVISIONS Blank 2 3 4 5 8 9 10 11 14 15 16 17 Totals
Blank 2 4 3 4 13
A 1 1
B | 1
C
D 1 1
E
F 1 1
G
H 1 1
1 2 2
J
K 2 2
Totals 9 2 4 3 4 22
Toal sampld: n=26 Asst PAMs & PAMs combined: n=11
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Table 12: Training Priorities Identified by Respondents (PARCS No. 2.3.11) - TNP

COMPETENCIES

MAINDIVISIONS I~ | 2] 5] 4 S| 6 7] 8| of 0| u| 2| ]| | 5] 1] 17§ U
Blank 3 4] 12
A 4l 2] 2| 3 i
B 1 1
C 1 1 1 2 5
D 1 !
E

F 1 |
G 2 1 3
H 6 21 1} 3] 1 13
1 1 :
J 1 3 4
K 3 1 4
Touls 1} 18] 8} u| 4] n| 1 56

Total sampi¢: n=20 Asst PAMs & PAMSs combined: n=16
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Table 13:

Table 13:

Training Received

Training Received (PARCS No. 2.3.12) - TWD

Competencics (DI!Y Il; ?agﬂgﬁglﬂggr@
Formal wildlife | Forinal Other | In Service | On-the-job Other
2 ® o L
(a) 3 o [ °
4 ° . °
Knowledge s o o o
6 ° ® °
y o d IS FUN. A —
8 ] ® . °
®) 9 ° ° °
10 [ ® PY
Menta! and
Social Skills 11 hd hd d
12 L ® ®
13 [ ® °
14 e ° °
(©) 15 . o
Allitudes 16 o ol
17 o

hbld-'o(al sample: n=26

Training Receive

®
Asst PAMs & PAMs combined: n=11

d (PARCS No. 2.3.12) - TNP
TYPES OF TRAINING
Compcetencies (Dot if training has occurred)
Formal wildlife | Formal Other | In Service | On-the-job Other II
1
2 . ° ® °
(a) k] ° o ® .
4 ° [ ° J [
Knowledge s ° o o o R
6 | ° ° ° . .
7 . [ ® ° ®
8 ° ° ° ® ®
®)
9 Il [ ] o o [ ."—"“n
10 II [ [ [ ® [J
Mental and ]
Social Skills 1 ° * o ¢ d
12 ® ° [ ° °
13 ® [ [ ® [
14 [ ° ° ° J
—
©) 13 || d
Attitudes 16 °
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2.3.12.1

2.3.12.2

2.3.12.3

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

e 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.
Years since Formal Wildlife Training Received (Table 14)

TWD TNP

0-2 37% 25%

3-5 26% 25%

6-10 37% 19%

>10 - 25%

"no date’ - 6% I
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.

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

II Type of training

Institute of training I

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 Wildlife 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
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2.3.12.4 Training 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 for each group
are presented in Figure 5.

Not surprisingly new recruits entering TWD and TNP with a formal qualification/s 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 serving 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 PAMSs to act as mentors to younger staff
members. PAMs could receive training in how to under take in-service courses at field level.
This kind of approach would allow one of TWD's and TNP's main resources - experienced field
wardens - to feed into, and reinforce, the institutior.al 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. Although on-the-job training is still important, formal
wildlife training becomes important again as well as other types of training eg the attendance at
seminars, workshops or short courses. This finding has implications for the need for refresher
courses - PAMs are having to draw upon formal wildlife knowledge learnt many years ago.
Perhaps an in-service training programme could meet this need?
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Tarzarsa Wildlide Division

2.3.12.g.3 PAMs training that has contributed most: n>10

Tanzana Wildide Dwvision
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2.3.12.9g.3 PAMs training that has contributed most: n> 10

Tanzania National Parks (TANAPA)
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3.1

3.1.1

3.1.2

3.13

3.2
3.2.1

SECTION 3
TRAINING 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). Information about the College is also presented in a separate
section below and is drawn largely from a report prepared by the author (Snelson 1993).

Formal training

Most of the questionnaire respondents listed the BSc 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.

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

Management

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

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

Assessment by CAWM staff

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
validation score for the PARCS 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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3.2.2

3.2.3
3.2.3.1

3.2.3.2
Table 15:

area managers mandate. Where there was disagreement was in the skill levels needed ie
*planning’ and ’policies an! procedures’ Mweka staff felt that these had been overscored by

PARCS.

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?

General results

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

1 - Percentage of questions in which at least 60% of respondents identified a training need,
using the PARCS standard of comparison and
2 - Percentage of questions in which an average gap of about 2 was identified for each

competency
Skill I[ 1 2
Technical Knowledge 59 12
Management Knowledge .60 0
Planning Knowledge 75 17
il Legal Knowledge 67 11
Policies & Procedures knowledge ' 100 70
83 17
otal sample: n= o (Diploma Trainers n=10)

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 ). 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
Tattac ~lo..0 31

able to teach national policies and procedures in sufficient detail, Ths latter shoutd be taught at
a national fevel.
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Table 16: Percentage of questions in which an average gap of about 2 was identified for each main
division of the job

][ Trainers

Skill n=10

A = Staffing 17
B = Infrastructure 17
C = Finance/accounts

D = Tactical plans

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 sample: n=

The three main divisions of the job which Mweka trainers feel need more skills development are:
® ensuring acreed intervention programmes are completed to budget and timetable
®  ensuring optimum level of visitor satisfaction
®  ensuring harmonious relationships with neighbouring communities
3.2.34

Table 17: Percentage of times a response of 1 or 2 was given for each competency

Fmaﬁﬁimm
Skill n=10
Comprehension 44
Problem Analysis 56
Creativity B 52
| Evaluation 48
Oral 53
Written 60
64

Working with Others
l%‘otai sampie: 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

3.23.5

" Trainers

Skill n=10

A = Staffing 57
B = Infrastructure 63
C = Finance/accounts 70
D = Tactical plans 53
E = Laws and Regulations 49
F = Visitors 44
G = Interventions 54
H = Community Conservation 438
I = Research 58
J = Public relations 61

L"K = Resource conservation 36
Total sample: n= 10 N —m

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.

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 half of 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 staff development has come from
many different donors including AWF, British Couxnsil, Commonwealth Secretariat, DANIDA, DSE, FZS,
FAO/UNDP, NORAD, IUCN, UNEP, UNESCO, USAID, WCS and WWF. At present CAWM s
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 defines 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 professional 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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Table 19+ mmdmcmofmww.ummmmz 1963-1993
1963/ 1964/ 196571966/ 1967/ | 1968/ | 1969/ | 1970/ | 1971/ | 19721 | 19731 | 1970 | 19751 | 29760 19717 { 1978/ { 1979/ | 1980/ | 1981 | 1982 | 1980/ | 19847 | 1985/
Sy lHlsjslalalo|n|n|n|n| || 7% DL 17 | 80|81 | & | 5| 8| as | g
Tanzania 20 16 1] 17) ) 20 u| 2| 2 2] 2| | 18] 13 2l 26 9] ul | 2 17| n| 4
Kenya 8l 10 s3] n|l n B_ 15t a6l e el a) 1s) ol w0l ] el ul @] s 8] a4 o 3
Uganda 4 1 4 s| 1 | | I N | O O 2 - - 4 . 3 4 2] a
JCamesoun oo 4 4 2 2 3 44 . - 4 . . . 44 . . J .
Sicmhéu 4 1 4 4 . - 4 4 4 . S 4 2] 2 . 4 4 . 1 d
INigesia 4 o2 | | - . - . 1 3 [} 6 3 3 4 o 3 2 - 3 4
Ediopia 4 21 4 3| 2 4 2 I I . . 3] 4 3 3| 4 2 4 2
Zambia ML I . | | | D | | Y Y 4 3] 4 4 3 3] 2 4 2 4 2
Sulan oG N I I e I 4 2 . o | | D 1 2l 2
Guam 4 4 4 4 - A 2 2 4 3] 2] 4 2] s . 4 3 4 ! 4 .
Botswana 4 4 ) ] . - I I T ) . I | | 4 - . . . i
Mahwi 4 ] ] . - Y 4 2f 2 3 - - - 4. . - 400
Liberia 4 4 4 - - o I - - o Y | | I e . J .
Eom . . - - 4 ] 2 - - 4
Sci Laska. - . - 4 4. - 4 2 2
wn - - - - - - - - - 6 -
TOTAL DLW 3 o) 6] 9 4] 0] sl st | el a1 e sel_ 6t 4s) sl @] w| 3| 3 36
Source: CAWM 1993



Table 19:  First enrolments of the College of African Wildlife Management/Mweka: 1963-1990 (continuation)

Country 1986/87 | 1987/88 | 1988/89 |1989/90| 1990/91 | 1991/92 | 1992/93 | 1993/94 | Total
Tanzania 26 25 12 36 50 54 45 63 770
Kenya 3 4 7 4 8 10 10 3 296
Uganda 1 2 1 6 15 8 6 4 105
Cameroun - - - - - - - . 9
Sierra Leone - - 1 - 1 1 2 3 19
Nigeria - - - - 2 2 1 - 46
Ethiopia 1 2 3 3 3 6 5 2 66
Zambia 2 4 7 3 14 14 7 af 12ff
Sudan 2 2 2 - 1 1 2 1 38’
Ghana - - 1 1 1 3 2 - 44
Botswana 9 10 12 7 5 10 8 17 102 "
Malawi 2 2 k| - 5 6 4 4 4!"
UK - - - 1 2 - 4 - 5
Liberia - - - 1 1 - - - 21
Somalia - 2 1 1 k] 4 - - 13))
Egypt 2 2 2 - - - - - 9"
Sri Lanka - - - - - - - - 4"
Mozambique - 1 - 2 2 2 1 3 17 “
Zimbabwe i - . - - - - 1 2
Cuba 9 - - - - - - - 9
USA 1 - - - - - 1 - 2
Japan - 2 6 - 4 1 3 2 18
| Singapore I - - - - - - - 1
Pakistan - - 1 - - - - - 1
Burundi - - - ] 1 - - - 2
"Gambia . - - 1
"Swaziland - 1 4 3
||Swedcn - 1 - . 1
TFrance [ J 1l J . 1
"Camda : 1 - - - 1
h)enmnrk 1 - - . 1
b‘oul 60 39 39 66 120 128 103 111 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

® atwo 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 training 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 (US$ 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 study 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 activities agreed by the College authorities and WWEF. 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 Coliege 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 for MSc and PhD dessrses.  Both
imstructional and SUPPOrt Stalf receive training, for example the current IUCN project providing support to
in-service and short term training has provided training in administration supervisory skills, computer use,
taxidermy/ herbarium techniques and vehicle mechanics.

The teaching staff are supposed to work on individual research projects in addition 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 profsssional motivation (by supplementing salaries) and
development (by keeping lecturers abreast of ongoing wildlife management projects).



Table 20: Graduates of the College of African Wildlife Managenent/Mweka by Study-Course

1965-1993
Year of Graduation | Certificate | Diploma Post-Graduate Special Courses Total
1 2 3 4 5 6

1965 11 18 - - 29

1966 5 21 - 3 29

1967 10 16 - - 26

1968 13 11 - - 24

1969 13 11 - 2 26

1970 12 13 - 2 27
1971 12 15 1 3 31 "
1972 15 16 1 4 36 “

1973 17 18 1 1 37

1974 19 20 3 5 47

1975 20 22 2 1 45

l 1976 18 1S 1 - 34

1977 12 21 3 - 36

IL 1978 12 39 l - 52

" 1979 11 33 3 2 54

" 1980 15 29 5 - 49

IL 1981 14 35 - - 49

I} 1982 17 22 4 - 43

1983 13 28 5 - 46

" 1984 20 27 6 - 53
" 1985 8 31 2 10 51 1'
| 1986 24 2 3 37|

1987 21 3 1 32

1988 30 - 6 41:

1989 17 .23 - i 43

1990 15 38 1 9 63

1991 27 36 4 5 72

9
4 -

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:ie 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 the 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.

In 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 of protected 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. comm. 1993).

Table 21: Preliminary results of Mweka curriculum development workshops

Key areas Instructors’ views Students’ views "
Local communities/human 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 the job outlined in the PARCS questionnaire. The
College faculty. and students have placed a strong emphasis on understanding community conservation work
with local communities as well as the more traditional areas of wildlife research and management. The
College offers one course "Man and Wildlifs® 2t oresent and this course will nced 10 be expanded greatly
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 to take up posts as protected area
managers.

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

i



meeting (June 1993) the Board of Governors drew up draft terms of reference for a review of the College’s
present funding sources, fee structure and institutional context with a view to moving towards a more
financially sustainable funding strategy in the next five years. Funding fr: this review has been secured
(November 1993) and the study will begin in early 1994,

Discussion

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 are drawn from

the region, and that they are practitioners and 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 formal training
needs of a country. If one is to be pragmatic it is better 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 are 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 mzking the College 2 more modern and relevant institution. At the time of
writing this report these efforts are 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 rely on donor
funding to support ex-patriate teaching posts. At the strategic planning meeting in 1991 there was a general
consensus that the College would benefit from the skills, experience and perspectives of colleagues from
other countries and indeed that this is essential in a regional institution. (The gradual increase in the
number of Tanzanian students attending the College has further increased the perception that Mweka is
becoming a Tanzanian rather thar: a regional institution.) One of the groblems 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
the training poovided by Mweka., These are important undertakings 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 PARCS project and
are 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 secking to strengthen its role and regain its place as
the lead institution for providing training for middle-level managers.
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SECTION 4

DISCUSSION AND RECOMMENDATIONS

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

There appeared to be an implicit understanding of the role of a PAM within TWD and TNP
although neither organisation 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 TWD 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.

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

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 operational
activities. PAMs also recognise that they need broader skills in some areas, like planning and
management, and currently training for this is not provided.

Although TNP does have enough serving officers at PAM level (Chief Park Wardens), there is
a shortage of Assistant PAMs (wardens). Wardens are usually assigned specific roles eg
community conservation or tourism, and many need additional training to perform these roles
at an optimum level.

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

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.

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

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

Overall PAMs perceive that they have adequate skill levels for most aspects of their jobs. The
results in 2.3.5 show that there are training needs within TNP and TWD, but interestingly 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 conservation, public relations and visitor
séfvices. Senior management personnel and field associates working with the two organisations
concur with the need for training in planning, community conservation and also include resource
conservation.

Most of the PAMs and Asst PAMs within TWD 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
Pﬂ.ul:((",‘s projnct, 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, creativity 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 current 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 ficludes diplomas and certificates from
other institutions such as the Forestry Institute at Olmotonyi.

On-the-job training emerged as an important 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 well 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 PARCS project where PAMs are generally recruited as
certificate or diploma holders, or receive such training soon after joining the service. Whether
Tanzanian PAMs placed emphasis on formal training because it really i the most appropriate
methnd 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 arises 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 useful skills, than was evident in Tanzania.

In the past TWD and TNP would sponsor staff to attend deg.:e courses at the Universities of Dar
es Salaam and Sokoine, however with the recent introduction of *cost-sharing’ by the government
the costs are now much higher and TNP is no longer able to provide support. This means that
PAMs wishing to pursue a degree now need to seek external sponsorship and there are not many
sources of funding for this (eg from wildifie 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 Administration 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 Field Operations Dircctors

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 are several
relevant training institutions within Tanzania currently providing formal training.

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

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 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 !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 n=ods
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 they
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 African Wildlife Management at Mweka. The
College authorities have discussed expanding the range of services that the college couid 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 staffing 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 managcment 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 TWD 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 training 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.

There are 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 (ESAMI) which is based in Arusha
and offers courses in human resources management, finance and banking, information technology
and transport management. In the past it has 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 all 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
de 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 protected 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 are 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
undergraduate and then a masters degree. This would be appropriate provided the specific skills
which would be learned reflect the needs of the organisations and would help TNP and TWD 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 Africa should be considered as such courses may
e very refevant as well as less 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. Although 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 staff’s 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 results of the PARCS survey could form the basis for designing such an in-service training
programme which might include the opportunity to attend 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 TWD 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 TWD still have this important training
opportunity available to their staff in the future.
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PROTECTED AREAS CONSERVATION STRATEGY (PARCS): TRAINING NEEDS ASSESSMENT

Four organisations, the African Wildlife Foundation, Wikdlife Conscrvation Intcrnational, World Wildlife Fund and the
Biodiversity Support Program arc working together on a project called PARCS. One of the main aims of the project is to
identily the skills required for the job of protected arca manager and to assess the training necds.

To achieve this we have developed a chart of the typical skills (competencics) required to do the job of protected arca
manager. We would like you to assist us by doing two things:

® (o check the appropriateness of the chart to your job
® to assess your current skill level for cach component of the chart

Before filling in the questionnaire pleasc read cverything through very carcfully. This information will be confidential and
will be used to build up an analysis of the training requircments for cach country in Africa participating in the study.

The attached chart has 17 columns and 12 rows,
® Rows A-K show main divisions of the job.
® Row L will be used to identily the types of training you have already reccived.

® The first column shows "accountabilitics and responsibilitics’ associated with each division A-K. Please add any furthcr
accountabilitics and responsibilities specific to your job by writing in the relcvant compartment.

® Columns 2-17 show the competencics associated with your job in terms of knowledge (2-7), mental skills (8-11), social
skills (12-14) and attitudes (15-17).

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

KNOWLEDGE (columns 2-7)

Knowledge has been Srouped into four levels:

None has no krowlcdge of subjcet matter indicated

Some awarcness of the subject and general applicability

Working  sufficicnt knowledge to complete routine tasks

In-depth & breadth and depth of knowledge which cnables initiative (o be taken in
non-rouline situations

ruN~

n/a = not applicable in present job. Pleasc indicate your knowlédge level.

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

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

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

cg. in ES:

In-depth knowledge of relevant laws
and regulations eg. fircarms, arrest,

chasging and human rights
g 23y

Such an answer shows us that the person completing the questionnaire agrees that in-depth knowledge is nceded (4 in the
Ieft hand box). By putting 3 in the right hand box the respondent has identificd a training necd.

When you come to the botiom of cach column please complete the compartment (L) by showing which form of training
has contributed moust to your knowledge of the subject in the column, These calegorics could include: Formal wildlife

training institutions (pleasc specify with dates), Other training opportunitics (cg. workshops, seminars), In-scrvice formal
tralning (organised by your department), On-the-job training (skills learnt whilst doing your job).

BEST AVAILABLE DOCUMENT
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MENTAL AND SOCIAL SKILLS  (columns 8-14)

Mental and social skills have been grouped into four levels:

1. Nonc
2. Poor
3. Satisfactory
4, Good

We would like you to go down each column 8-14 and fill in the boxcs.
First of all indicate whether each skill is appropriate to your job by circling cither Yes (Y) or No (N).

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

eg. in F9:

determining truc causes of visitor
dissatisfaction & behaviour
®n ®

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

When you come to the bottom of cach column plcase complcte the compartment by showing which forms of training have
contributed most to your skills in the subject of the column. Usc the calcgories described before. Please list the most

important one first.

ATTITUDES (columns 15-17)

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

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

Ia order for you te keep a record of your complcied questionnaires we are providing two copies of each section and a sheet
of carbon paper. The WHITE sbeets (numbers 1, 2, 3 & 4) are to be rcturned after completion. You may keep all of the
COLOURED sheets. Once you have completed the quedtionnairc please carcfully tear off the four white sheets and retura

them in the enclos=d addressed envelope.

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

* Biodiversity

- Support
ppor
awe JIRNPAAR WWF Program
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Mafn Dhvisions af the Job

. Accauntability and Respansihilities

KNOWLEDCE
2. TVechnieal (\WHdIIfe/Touelsm)

A Unsure avallability of 2
competent and well-
motivated sialf

Maximizing potential of allicated seall
Responsible far identifying training neede
Responsible fne recommendations pmd
application of disciplinary measures

D Einswre appropriate
Infcastructure within
budget

Respounsible and scconntable foe maintenance,
tepalr, rehabititation and construction
Recommending additional facilitles

Working Laowleddge of Infrastruciure, construction, shilngs, matesials
cle. b

C Ensure financial and
accounting integrity of the
protected area

Act hle and responsible for alf revenue

gcnenled snd dishuisement (recehved from
endquartcrs and recclpis)

Responsible for accusate accounting

D Ensure development and
achievement of tactical
plans and hudgets and
contribute to protected
arca steategic planning

Accauntable [or development of annual plan
and lmdfc! of pml:(les arce

Responsible for working within the agreed plan
and budget

Identify steategic options in the profected nrea
and contribute to stentegic planaing

Cnsure that all activitles
within the protected aten
comply with faws and
regulations

-

Accountable foe enforcement of law snd
regulation and ensuring safe practicen
theoughawt the protecicd aren

In-depth knmelcdge of sale praciices with reapect to wilditfe
fedge of technlijues of snil.posching

0o
a0

N

In-depth &

F Engurte optimum levels of
vishor sstisfaction

Responsible for easuring that the highest levels
of visitors® xervices and practices under hix/her
Jurisdiction are mnintained

In-depth knawtedge of vishiors’ expectations g

In-depth knowfedge of protected area Infrastructure techniques, site
design and analysls h

In depth knowledge of Inlcraction between tourist and focal areas

ible for design, Implementation, and
L4 1]

G Unsure agreed Inter

Resp
luntion of Intervention progranimen to meet

(e'. early hurning, probl
snimal controf)
programmes arc completed
10 budget and timetables

conservation objectives in the protected aren

lon needs, techniq

In-depth knowledge of Inter

N Q¢ W

and {mplicat!
(I

11 Ensure harmonious
relationships with

R ible and accouniable for design and
Intplementatfon of a programnic to achieve

nelghbouring cc Tties

3

har telatlons

Responsible for for Instilling ncceptance by
s1all of the sole of local communities in
protected area management

Working knowledge of extension methodology [ O

Some knowledge of cultural and historical context for the locstlon
protected srea D

e B

! De sware of rescacch
sctivities and progress
sgalnst plan

Responsible and accr bie for ensuring that
research programme Is implemented according
1o the protected area consenation objectives
and timetables

[y

ano

Working knowicdge of the role of h In Ing ¢ vallon

objectives D D ”

h methodologles

Wonking knowledge of

J Represent the protected
stea and s Interests in
public meetings

Accountabdle for ensuting ihat the protected
aren Is represented in every possible aren
Rerpansible for ensuiing that ihe informatlon
avallalile about the protecicd arca Is up to date

Up-tn-date warking knawledge of all sctivitles withia the protected
aren D

In-depth kaowicdge of the context of the profecied arca In the

reglonat/nntionst/global arens (9 | DL'b

K Ensure an appropriate
balance between resource
conservation and use in the
prolected area

Resronsilvle and accountable lor design nad
implementation of resource management /
proteciion strategles to meet protected ares
conservation objectives

Responsible and accountable for the

In-depth knowtcdge of types, locatfons, trends and requirements of
impostant natursl and culiure! resources In the protected lvelD

In-depth knowiedge of types, locations, trends and requirements of
threatencd and endemic fauns and flora and the key specles of the

preparation, approval. and Impl tation of a
resource conservation management plan for the

?oc!-phu' arns

Warking knowieage of environmental impact snalysls techniques

ooy

Working knowledge of surveys and monltoring techniques
(fickt data collection/snalysis)

1. Teaining received
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X, Management

4. Tlanning

& legal

6. Palicles/Pencedures

1. Financial/accounting

Working tnowledge of supervisory
and personnel muu;eme?ukmc

Some knowlcdge of hu

resources techniques and theilr
application as sppmptiste (e.g., job
evaluation or wosth of job, salary

structusing, training md;anﬂ-:&]

Working knomtcdge of

managing casual lsbour 29[ D

Worting knomviedge of scheduling
stalf development & timctablcs

2800 O

Some knowledge of
employment lans

4011 03

{n-depth knowlcdge of
stafl policles, procedirre,
and practices

Warking knowledge of principles of
stock control and procurement

Warking knowledge of job

planning 29 G D

Some knowledge of
contenct law (lor
writing contracts to

ml'cnnln"cql;ub D

In.depth knowledge of
mainicnance /
construction policies,
procedures snd siandards
and procurcment

JoOo O

5/

Working knowledge of how (o ap
preventative maintenance [ procedurcs 4] []
ZI: Warking knowlcdge of financial Worllnf knowledge of Wotlrluf knowledge of
planning accounling policy and accounting and principles of
. procedur Interna! controf

so01 0

Working knowledge of planain
hud;c!lgg and mn‘lclol rD Ej

Working knowledge of
overall strafegics snd
direction of his/her
organisation (national
conservation po

5;,‘8 O

'mdevlh knowledge of patrol

planning nccds 3L D D

In-depth knowledge of
sclevant laws and
reguiations (e g.,
{lrenrms, srresi,

chaeging. human tights
ML ¥ ]

Indepth knowlcdge of
policies and procedures

In-depth knowledge of techniques

Working knomiedge of

In-depth lmwkz’e of

Working knowledge of

S600

malerials & speciniens

procedun37 D

Warking knowledge of management
snd g ] i;. l‘m:' ing Ll;. g:vck'\p'l‘:; fong and short-term :un:lr::; ':1::‘n- vl:(l:::’ ‘[‘-ol:clu " :cep'l’:,' r:::r:s 'lellor
il cted o ¢ pla re ol nd kee,
::rlu:kll:ﬂ o prote nﬁ “r & D [:] csxceulmulu and r ﬂ D ne':lpll rine
wion 2303 O eom1 O
Waorking knowledge of 1 In-depth knowledge of In.depih knowledge of | In-depth knowledge of
m:v:lg'e'v‘nenr e pm’eﬂjnbé plnn: ng p ND D tel;vnp'nl Iaws aml’ pollﬂss and mce'duru
27 34 lcg\olulkvz qD T3] retated tn intervention
tn-depth knowledge of protected Working knowledge of haw to Some knowledge of In-depth knowledge of | Working knowledge of record
area vs people conflict management | develop 8 community conservation | laws related to and procedures | keeping for (nancist 7
ISI plan community tefated to community didursements to local
3 [C|devetopment 3] conservation mmu:l:{ln "
% epth knawle
&~ 66 of :ec';tda of tew!a'm use or
cesources shaged -~ both
financial and In-kind_ O
distributions [KE |
Some knontedge of development | In-depth knowledge of | Working knowledge of Wotllntlu\ovkdp ol
of resesich plan for the protected | legal epects of resenrch policies and budget & allocations for,
area collecting/evporting D research activitles D%

ummn;: of nlMll:'l' I‘I’MM" lhn‘
protecied srea expe o atlen:
pydmim)

W, knowlcdge of the conce; In.depth knowledge of | In-depth knowledge of
ol‘::ul‘l':l‘ l::::;:ﬂl‘:“ met| c': the lr';lllnllm u:g‘ueulln; the p\'::ttk lemlon.:
desling with the medis protecied sreag policles. procedures and
. 2‘ ol D D peaciices
Some k edpe of obliget L]
Cenduarey ol ncasngt and” fome komictpenihe | OO
lans of slander and

litvet

Working knowledge of resourca
onservation [ t
planning techniques and 5] 7
In-depth knowledge of ﬁg
how to develop and impleme
protected ares managenien
ohjectives
In-depih knowledpe of

how to develop and maintain
protected area managenment
roning system

|

Working knowled
(o estimate cnsis for

of how

of reenures

conservation menegement
plan recommendations




Maln Dhisions of the Job

1. Aceountabllity and Re<ponsihilitfes

MENTAL SKILLS

A Comprehension

9. Problem Analysis

A

I'nsurc availability of a
compelent and well-
motivated stalf

o Maximizing putential of allocated stalf

. Rcsponsihfe for identilying tiaining nceds

¢ Responsible {of recommendations and
application of disciplinary measures

Recognising seaff
poteatial advanrement
YN

l /

Determining causes of

mvﬁ:’fwmcnce and
A =

Cnsure availability of
nﬂvroprlale nfrastructure
(within budget)

o Responsible and accountahle for
maintenance. repalr and cchabitiiation nnd
consteuction

* Reconimending additional Incilities

Spotting malpeactices and
petential hazagds
vy O

2

Determining causes of
speciiic and irends on
equipment and

Infeastructure fallures

N/yD

c

Ensure financial end
sccounting Integrity of
the protected aren arca

o Accountable and texponsitic for all

revenue generated and dishursement

gecch-e from headquarters and eccelpts)
esponsible for accurnte accounting

Undesstanding linancial

fmplications o
Information

"3
Undersiandin

Dectermining causes of
figures not reflecting the

true sltuation
)

Cnsure d:velormem and
achievement of tactical
pians and hudgets and
contridbute o prolected
area strategic planning

*  Accountable for development of annual
Jan and budget of profccied arca

rlcxpomible or working within the sgreed
lan end budget

fae..m, strateglc options in the protected

arca and contribute lo strategic planning

implications of set
oh}::cllvcs Including thelr

feasibithy
v, O

4

Determining true causes
of [altuce to achicve plan
and budget

Y65

F. DUngure that all activitles [ o Acc hie for enfy of Iaw and Understandin, Determining true causes
within the protecied aren regulation nnd ensuring safe practices applicabitity of taws snd ] of Incidences and trends
comply with laws and throughout the protectcd arca tegulntioms in protecied ] in Incldences
regulations . arens N [

i 7

F [lnsure optimum levels of { ¢ Responsibic for ensuting 1hat the highest Recognising the Determining teue cavses
visitor satisfaction levels of visitors’ services and practices significance of physical of visitor dissatisfaction

amd statistical information | snd hehaviour

under his/her Jurisdiction are maintalned

reganding visltor lmgrl
YN

YI\MD

(¢}

Ensurz sgreed
Intervention programmes
are completed to budget
and timetables

s Responsiblc for design, Implementation,
and evaluation of Intervenilon proginmmes
to meet conservation ohjectives In the
protecicd area

Undeistanding
information that may tead
ta Interventions

VN7D

Determining causes of
devistion (rom intended
reaultn of integventions

N 9[:]

Unsure harmonious
reistionshipe with
neighhouring
communiiies

* Resy and sce hie for design
and Implementntion of a progranime 7«
achlcve hagmonioun relations

* Responsihle for for Instilling acceplance by
stafl of the role of tocal communities in

Undemianding the
significence of statlatieat,
rh?.-lul‘ writtcn snd oral
nformintion relating 10
cnmmunity.prolected area

Understanding underlylng
eaunes of conflict hoth In
the long and u#o;!' ferm

20

rotected area management Hnks
- : ¥ vy

t De aware of rescarch o Responsible and accountable for ensurin Undersianding the Determining cavses of
activitles and progress that research prog is imp! d significance of research why research programme
sgainst plan according to ILG protected arca findings and the function | Is not to timetable

conservaiion ohjectives and timetables of research Y
: v NO[]

J Represcnt the protected | o Accountable fog ensuring that the Umlcmamll:f the Determining the couses
area and lts Interests in protecied area Is tepresented in cvery signilicance of points of adverse comments in
public meetings le aren ralscd during press and press

* Responsible for ensuring that the other meetings YN D
information availahle about the protected YyN_[O u
stes bs vp to date ,0

L]

K linsure an appropriste ¢ Responsidle and accountable for design Understanding of dentifying and

detzrmining the causes of

balance between resource
conservation and wee in
the profected area

-

and Impizmentation of resource
mansgement/protection steategies to meet
protected srea conscrvation objectives

iiTic NG WTQUNTANIE Tor Thc
al, and Imph tatle

g;erullm. [y
plan for the protected ares K
L]

[ management nslccliven

dny-to-day and long term
implications of the
protected ares’s.

N
Recognising and ”
undersianding the
implications of potentiat
eavironmentsl impacis of
different ntll\-llvkuN

 nentasiad scan

conflicts between

Ty

conservation and use
YN

23
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SOCIAL SKILLS

YN [
24

T

| %

10. Creativity 11. Evaluation 12, Oral 13. Written 4. Working with others
Developing on-the-job Livaluating stall performance Counselling stalf Writing staff appraisals and | Motivating staff
training YN Y D training briels YN D

O
i &2

{60

Creating adaptive solutions
to lnlnslrutlunyl p{;ﬂem

25

Declding priotities and selecting
{rom slternative courses of action
for maintenance and reJmlr

«

Giiving clear Instructions
to stafl and contractors
YN

4

D party

Writing specification orderm
and inxtructions to thid

YN
as[]

Calning the conperation of

suppliers and
subcontractors

YN

(</)

tixplaining flnancial
implications to scnior
management and Junior

siaff v
350

Developing options to
achieve plans and budgets
In light of changing
clrcumstances

v 0

Sclecting prioriiies during budget
preparation process
v [

6

Presenting plan and

budget y N D
40

Preparing planning and
b ncl bricls for manaeger,
Justilying pmpmvllaN

54

Sclling plan and budget
convincingly
YN [

2

1laving Mexibility to reach
contpromises which respect
ohjectives of l'ceY ln':

74

Dalancing and evaluating needs of
the involved parties in spirit and

fetter of the Inw
vy O

37

Uxphalning proper
procedurcs an

tegnintions fo resldents
andt users of the protecicd

arca v W7D

Writing clearly worded
aatices snd lntlcoﬂrl‘onl

5

Calning cooperation of
wrong doers

YN O[]
65

Developln, tlons for
S

ﬂwlucllnf options and selecting

Getilng protected arca’s

Preparing Interpretive
malerinls

Dealing with dissatislled
uisitors

¥ Nygl]

Im ng or amenitles | courses of action regurding visitor | perspecilve acrose to

wilhin means availsble services visiors Y O YN [
Y Y g0l Y gl 56 6y

Designing (contributing to | Selecting » riste mmmes | Ciiving clear Instructions | Wrliing clear reporta Ualning cooperailon of

des!g‘nn) o'v (udnptlng and evn unrlgmelr :Scr:c.n on technical Intervention | explainin lnlewve‘:ulnn. s {local cgmmunlllen where

interventions 10 meet YN procedures success, failure, ctc, appropriate

specific nceds YN ] Yg7 (] YN _[J

Developing ideas for
lmpr;a;g
commuhity/protected area

refations
3o~

Determining why certain
communlty-reloted fntiatives have

schieved success YN D
40

Presenting Information at

a level ur,;roprlnlc to
O

>0

YN

Having cultural gensltivit
I o

€6

Identifying opportunitites
for ror’I'M‘ application of

Yg’D

Bvalusting the results of research
and theic spplication D

=/

Unswiing resesrch reports
are comprehensihic for tay

le
peop YN

&D

Extabilshin {itve
nlallonuhlp'lp:l:h

resce 1t ] Yg’ D

Developing public celations
mnem oynl. written,

Selecting materials sppropelete
for each meeting

Mnun‘ formal publlc
resentations and respond
o questions

Preparing press teleases
pasing p v N

UBuilding vp and

]| maintalning network of

conlacts {of laformation on

YN [l
35

ete.) YN E]
YN uwnamblguous) w alt important/relevant
5LD 41, ¢ yY g’ ()} meellt'::u an evs{au
Developing methods to Working with local
achleve management zone communiiles and other
cblecties quesemed parles

snd implementstion

Ygg
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Mailn Divisinns of the
Job

I. Accountahility and Responsibiiltics

ATTIIUDES

15, Wark Fihies

16. C N 1t

1. C 1

Conservatlon

Attltudes

A Pnsure availability of
& competent and well.
motivated stall

Mulmlzinr potential of allncated staff
Responsible (or Identifying training nceds
R ible {or rec Jations and

npp’knllnn of disciplinary meagures

Necds objectivity In appraizal
and general :Ialr dealingx

Needs to
demonsirate
commitment and
instil commitment
In others

Needs to
demonstiate and
Instil undersianding
of nced (or
harmonlous
rclatlonship

P Ensure availabillty of

sppropriste
l:’:;:t’;ndwe (within

budger)

R f ible and sce
maintenance, repair and rehabilitation and
construction

Recommending additional facitilies

Honours conteactual
agreemenis in sphit and teiter

C Unsure flinancial snd
accounting Integrity of
the protected arca
srea

Accountable and tesponsible for all

revenue gencrsied and dishursement
recelved fsom headquarters and receipts)
esponsible for accurate sccounting

Instils honesty

D [nsure development
and achlevement of
tactical plans snd
budgets and
contribule to
protected aren
strategic planning

Accountable for developmenl of snnual

F‘lm and budgel of prolecicd ares
esponsible for working within the agreed

rhn snd budget

dentify strategic options In the protected

area and contribute to stratcgic planning

Cnsure that oll
acthitics wiibin the
protected nrea comply
with fann and

b

A table for enl of iaw and
reguintion and ensuring safe practices
throughout the protected nrea

1lonesty, tolesant to athers’
poinia of view

Uinding balance
and undersionding
the nceds of both
conservation and
the Involved parties

‘Tolerance to others’
points of view 1o
minimize conhict
between protected
arca and others

reguintions
F [Iinsure optimum Ruromlhlc for ensucing that the highest Needs to Needs to
levels of vislior levels of visitors’ services and practices demonstrate demonstrste bellef In
satisfaction under hix/her Jurisdiction are mnintained commitment to validity of includin
conservation focal communliles fn
protected area

management and
enterpeises linked to
lourism

G [lnsure egreed
intervent
rammes are
go':lpleled 10 hudget
and timetables

Responsible for design, Implementation,
and evaluation of intervention
programmes to meet conservation
objectives in the prolccied aren

1 Ensure haimonious
relationships with
neighbouring
communities

Responsidble and sccountable (or desi
snd implementation of a programme {t':
achieve harmonlous telations

Re fe for Instilling acceptance hy
stall of the role of tocal communities in
protected area management

1 De aware of tesearch Responsibie and acc hie for i Must have an npen mind to
sctivitles and progress | that resesrch prog Is imph d | rescarch fndings
sgainst plan according to the protected srea
conservation objectives and timciahles Must support enle of research
a3 & compunent of protecied
arca management
J Represent the Accouniable for ensuring that the Honesty, Integrity Demonstrated as Demonstsated as
rotected area end iis protecied aree Is represented in cvery sbsolute absolute
nterests In public Roume ares Must make clear when
meetings esponsidle for ensuring that the representing the protecicd sres
or a permonal view

information avalfable about the protected
araa Is up to date

Moust never criticlie the
oOtganisation opealy

hle and ace be for design

K Casure an spprop
balance hetween
tesource conservation
and vse in the
protected aren

Resy
and implemtentation of resource
manegement/protection steategies to mect
&mucud area conservation clives

es ible and accountable for the
peepatation, approval, and Implementation
of & resource conservation management

Honours conservation
ohjectives of resource
managemenit plan

1. Tealning received

n



This chart indicates the principal attitudes of the job. Al we requirc is that you answer the following questions:
As a manager how do you instil:

a. work cthics?

b. commitment to conscrvation?

c. healthy attitudes to adjacent communitics?

(If you nced more space use blank sheet on the next page)

LANGUAGES COMPUTERS
D ! ders by ; D : t If s0, in wh
oo AT rdtiond g oo ® Yo s computeral 40, what s

BEST Av
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TRAINING PRIORITIES

Having completed this questionnaire and thinking specilically of the requirements of your job, what du you think are your
three greatest training needs? What form of training do you think would be hest to addiess these needs (cg. formal, in.
service, on-the-job, or otheis)?

This questionnalre was completed by: Title (no name necded)

Departiment /Section

Oiganisation

Country

Date: ...
How many years have you worked for your department/organisation?
11 applicable, how many years have you been fn chmge of a protected men?

What Is the consesvation status of your protecled aren? (cg. national park, game rescrve elc)

What biome is most_representative of the profected aren under your management? (pleasc clrcle) montane, savanuah,
marine, aquatic, dry forest, muist forest, desert

Are you male [7] or female [T 7 (Pleasc tick approprinte hox)

PARCS REF NO: ‘ Date recelved:

L ' IMENT




Annex 2: Results of the PARCS survey in Zanzibar

Institutional Framework

The Ministry of Agriculture, Livestock and Natural Resources is divided into commissions 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

PARCS 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 <taff 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 the PARCS RM made a visit to Zanzibar on 5-8th 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 programme 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 FinnIDA and has received funding for a third phase (1993-1997). Under the new phase it is proposed
to establish a Conservation Section to be responsible for the conservation 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 Department 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 FinnIDA 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 programme for the whole department. A series of short courses
on technical subjects are planned each year in conjunction with senior managers. There is a strong focus
on 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 FinnIDA project a tutoring programme was initiated
to allow Departmental staff to improve their educational qualifications and thereby increase their chances
of su.cessfully 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 wildlife 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,
comumunication, 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.comm. 1992).

Sub-Commission for Fisheries

The Acting Assistant Commissiorer for Fisheries was interviewed about training needs and opportunities
within the Fisheries Sub- commission. The 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 supporied 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 thcough the Institute
of Murine Sciences which is based 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 the manpower).

BEST AVAILABLE DOCUMENT
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TANAPA

TRAINING PROGRAMME

1992/93

NATURE/TYPE OF

NO.OF STAFF

DIRECTORATE/DEPARTMENT COURSE/TRAINING ATTENDING DURATION PLACE TIME SPONSOR
1.0 OFFICE OF DIREC}TOR
GENERAL
1.1 Director General Chief Executive Mana- Irish Management | April 1993] Extsrnal donor
B gement Programme one six (6) weeks Inst. - Dublin
1.2 Internal Audit 1.2.1 Computers & infor-
mation Technology wne eight (8) weeks{ Critical Skills { July 1993 | External doror
1.2.2 Professional Level nine months (9) Company
III & IV (CPA) one each part IDM; IFM; IAA July 1993 Spnsorship
1.2.3 Accountancy profe- 2 days each NBAA, IAA,IFM, Company
ssional Seminars three Juarter IDM peripatetic | 1993 Sponsorship
1.3 Public Relations 1.3.1 Puablic Relations One Five days ATE/OTTU/ILO/ Company
SIDA peripatetic] 1993 Sponsorship
1.4 Corporation Secratary 1.4.1 Corporation Seminar by Tan- Company
Secretary one o davs zania Legal Ass. | 1993 Sponsorship
2.0 DIRECTORATE OF PARK 2.1 Local Seminars and External dono
MANAGEMENT AND external one(Director) various weeks Local & Overseas| 1593 s C
2 ENT _AND ompany
COHSERVATION . Sporsoship
2.2 M.Sc. Programme 3 Ecologist 2 Years Overseas 1993/94 External donor
2 Ecologist 2 years University of Company
Dar es Salaam 1993/94 Sponsorship
£.3 Ph.D Programme one Ecologist 2 years University of Company
Dar es Salaam 1993/94 Sponsorship
2.4 B.Sc. Programme 4 Park Wardens | 3 years University of Companry
Dar es Salaanm 1993/94/95) Speasorship
2.5 Diploma Course in Compauy
Wildlife Managem. 6§ Park Cadets | 2 years CAWM - Mweka 1993/94 Sponsorship
2.6 Certificate in 6 Park Assist. ]| 2 years CAWM - Mweka 1993/94 Company
wWildlife Managem. Sponsorship

€ xauuy
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DIRECTONATE/DEPARTMENT

NATURE/TYPE OF
COURSE/TRAINING

NO.OF STAFF
ATTENDING

DURATION

SPONSOR

2.7 Guides Courss

2.8 Park Rangers
2onal - Arusha
Training Prg.

2.9 Study Tour

2.10 Post Graduate Dip-
loma ~ NORAD
2.11 Seminars

2.12 Seminars

2.13 FTC/Advanced
Diploma

2.14 Trade Test

2.15 feminars/Sherz
Courses

2.16 Mountain Rescue
Course

2.17 Ranger Training
Programme

2.18 20nal Crush Ranger
Training

20 Park Guides

200 P/Rangers

12 Park Wardens

3 Park Wardens

3 Park Wardens

5 Inspectors

4 Senior Techn.

6 Artisans

10 Artisans

10 Rangers

15 Rangers

100 Rangers

Tnree months

one month

s:X weeks

One year

Various weeks

Various weeks

2 years

1 vear

2-3 weeks

cne month

Cre year

cne monch

PLACE TIME
CAWM - Mweka 1993
Peripatetic 1993
USA/UK/
Switzerland 1993
Norway

Local/External 11993

Within the 11993
country i

Dar es Salaam 1993
Tech. College

NVTC Arusha, !1993
var es Salaam etc:
Peripatetic }1993
Kilimanjaro Nat. iApril/iday
Park 1991
Pasiansi Mwanza :199]
Each of the two 1993

zones Northern &
Southern

Company Sponsor-
ship

Company Sponsor-
ship

Extezrnal donor
External donor

Company Spons..’
External donor

Company Sponsor-
ship

Company Sponsozr-
snip

Company Sponsor-
ship

Company Sponsoc-
ship

Exteraal donor
Company Sponsor.
ship

Company Sponsor-
ship

("]
.
o

DIRECTORATE OF
FINANCE AND
SUPPLIE]

3.1 Management of Com-
puters, IT Systems
& Soft HWare

3.2 Documentary Profe-
ssional Semirars

3.3 Professional Level
III ¢ IV (CBR full)

3.4 Diploma in Acst.

One (Director)

3 Accountants

one Accountant

Twao Accountants

E.ght weeks

2 days each
guarter

nine months
each part

2 years

Critical Skills Jan. 1993
HManagement
Suffolk - UR

NBAA, IAA, IPM, 1993

1
Arusha Institute
Accountancy

1993

Cooperative Coll. {1993
Moshi

External donor

Company Sponsor-
ship

Company Sponscr-
ship

Company Sponsor-
ship
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NATURE/TYPE OF NO.OFP STAFF
DIRECTORATE/DEPARTHENT COURSE/TRAINING ATTENDING DURATION PLACE TIME SPONSOR
3.5 Advanced Diploma in J Accountant ) years IFM - Dar 1v93 Company Sponsor-
Accouncancy shap
3.6 Diploma Material One 3 years IDM/BCE/Nyegezi 1993 Company Sponsor-
ship
3.7 Seminar on Materials ESAMI/IFM/NBMM/ | 1993 Company Sponsor-
Management Gne 3 weeis IDM ship
4.0 DIRECTGRATE OF 4.1 Human Resource Mana- UK/lreland 1993 External donor
PERSONNEL AND gement One 12 weaxs Netherlands
ADMINISTRATION
4.2 Managemen: Develop-
ment Programme One 8 wee:s UK/Ireland 1993 External donor
4.3 Basic Managemen: Company Sponsor-
Course One 1 Yea:z IDM 1953 ship
4.4 Computer Course Four 3 wee:s Arusha/DSM 1393 Company Sponsor-
ship
4.5 Secretarial Course Three 16 mecnzhs Tabora/DSM Mago- | 1993 Company Sponsor-
geni/Shy Com. ship
4.6 Refresher/stenogr. Company Sponsor-
Course : TwO 1 yea: - do -~ 1993 shap
4.7 Typing refresher Four 3 mor:as - do - 1993 Company Sponsor-
ship
4.8 Kusoma na Kutafasiri hll Members of
Mizania; Wajibu wa - .
Tawi la OTTU na Workers Courcal Company Sponsor~
Ushirikishwaj: 2 days One of the Parks | 1993 ship
4.9 Wajibu wa Utendaji 10 Messangers S days TOWETO, Northern
bora wa Wahudumu Zone (Moshi/ Company Sponsor-
Ofisi Arusha 1993 ship
4.10 Motor Vehicle Preve- National Institu-o Company Sponsor-
tive Maintenance 6 Drivers 6 weezs te of Transport | 1993 ship
4.1i1 Industrial Drivers Compary Sponsor-
Course 6 Drivers 6 wee-s - do - 1993 ship




Annex 4

2.3.4a Comments added under "Accountability & Responsibilities”
Tanzania: Tanzania National Parks & Wildlife Division & Mweka.
A1-K1  PARCS Ref.No: Comment added No added
Al D11067WDTNA0340F -0 Ensure safety and good working conditions. 5
Al D71913WDTNC21----0 Responsible for recommendations on incentives.
Al DS0612TPTN-- - - S-0 Responsible for recruitment
Al D50612TPTN----- S-0 Responsible for advising management committees for
staff promotion.
Al D21278TPTNA0220--0 Recruiting and continuously motivating staff
B1 DS0686DPTN- - XXX- - - Provide advice on the design of certain 1
infrastructure construction.
C1 071913WDTNC21----0 Soliciting Aid/grants from NGOs’ 2
Cl1 D11067WDTNAO340F -0 Ensure work undertaken i1s within budgets
allocated.
01 D71913WDTNC21----0 Coordinating assessing and reviewing budget plans. 1
(3} D11067WDTNA0340F -0 Setting up law enforcement ranger forces and 1ines 3
of communication and a command structure to
control them,
€l D31037wWDTNC14----- Responsible for organising field patrols and
rosecution of arrested poachers.
El D71913WDTNC21----0 0 propose amendments in laws
F1 None None 0
Gl None None 0
H1 D50656TPTNC11XXX0 Responsible for creating and enhancing trust 3
between local communities and park personnel
Hl D20155TPTNC15205-0 Oversee benefits sharin?.
H1 D21097WDTN62040S-0 Responsible for conducting Tocal meetings with
elders around the protected area.
11 DS0656TPTNC11XXX0 Responsible for ecological monitoring 1
Jl D21097WDTN62040S-0 Responsible for ensuring that no 11legal hunting 1
is done within the protected area.
Responsible for identifying environmental impact 1

ﬂ K1 D30991TPTNC1720S-0

2.3.4a Deletions under "Accountability & Responsibilities”

on resources.

i A1-K1

PARCS Ref.No:
None

Deletion




Annex 5

Planning Knowledge: Tanzania Wildlife Division

2.3.5.a. PAMs gap analysis relative to PARCS.

Technicall Knowiedge: Tanzania Wildlife Division

S Me. ol easevenms

2.3.5.a. PAMs gap analysis relative to PARCS

m S j
‘dda st NREEY
o
O 0 v .
N . %8 | ..
o e 38 %§
L \\\\\\\\\\\m -
Mn ﬂlma,.m \\\\\a_ -
a1 %M ,////\\\\\\\um
E ww W # ‘
oL@ W2/t
» 138 .
Roia m 72N
s { o . B i
-% g 8 8 8 ® ° 3
o i
mmms mw m_mmn,_
o
mn
: ~ m“m 5
I\ 2 a : :
7= @3 ///,\\\\\\\\.\\\5
;] T ////\\\\\\\\\\\ﬁ
am Wm. . /\\\\\au
e n e ,\ ..
- . 7&.\\& g
BN Y-
A N I £ T T PO
o e e N N S e e
b« }
BEST AVAILABLE DOCUMENT

s/



2.3.5.a. PAMs gap analysis relative to.PARCS

Policies & Procedures Knowledge: Tanzania Wildlife Division
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2.3.5.a. PAMs gap analysis relative to PARCS.

Sample n=11 (PAMs & Ass PAIAs)
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2.3.5.a. PAMs gap analysis relative to PARCS.

2.3.5.a. PAMs gap analysis relative to PARCS

Planning Knowledge: Tanzania National Parks

Technical Knowledge: Tanzania National Parks
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Policies & Procedures Knowledge: Tanzania National Parks

2.3.5.a. PAMs gap analysis relative to PARCS
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Al
A2,
A3,
A4,
AS.
A6.
Al.
A8,
A9,

Al0.
All.

Al2,
Al3,
Al4,
AlS,

BI.
B2.
B3.
B4.
BS.
B6.
B7.

B9.

B10.

Bl
B12.
B13.
Bl4.
BlS.
Bl6.

Cl.

C3.

C4.
Cs.

Cé6.

Cu.
Cs.

Annex 6 : ATTITUDES
INSTILLING WORK ETHICS

referring stalf regularly to Administrutive Orders on codes of work conduct and behaviour In s@aff meetings, seminars.

showing hard work and dedication through example.

ensuring objectives of the organisation are explained to staff,

acknowledging good work in others while positively criticising bad work.

showing tolerance to others’ points of view.

shewing understanding when taking disciplinary measures.

providing zttentive supervision to staff"s work, especially when new responsibilities are given.
developing performance appraisal schemes.

encouraging subordinate staff to participate in programme formulation.

cultivating good working relationships which creates rapport for instruction.

ﬂflrsu'u l‘llul staff are suitably equipped and motivated as regards their traini'.g and tools (equipment) needed to perform
efficiently. :

never criticisc organisation openly.
respect agree nents.
giving other: responsibility.
objectivity and justice of personnel,
I (0] 0 V,
showing dedication to national, regional and local conservation abjectives or give example of commitment to conservation.
explaining to staff the value of conservation by conducting regular in-service refresher courses on conservation ethics.
demonstrating the importance of conservation in relation 1o human needs.
becoming involved in extension conservation activitics, especially with school groups/wildlife clubs.
participating in the design, implementation and analysis of effective law enforcement programmes.
teaching protected area management that fully covers conservation concept,

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

provide inuzzcntives for conservation staff especially the wardens who are lowly paid for outstanding performances etc 5o as to
motivate them.

teach cost and benefits of conservation.

:p_::iying past conservation efforts and plans and learning from experiences of others and causes of their successes and
allures.

providing necessary working tools.

reward parks or conservation areas with outstanding conservation records.

researching continually on animal population, behaviour and habitat.

regulating and controlling exports and imports of scheduled and non-scheduled animals.

delegating responsibility to others.

active participation of PAM in conscrvation activities with regular surveillance of work carried out by staff.
LING C ()

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

listening to and demonstrating willingness to understand community areas.

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

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

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

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

seeking ways in which tangible bencfits can accrue to communities without Jeopardising the area’s conservation objectives,

education for local communities in conservation. NT



Anncx 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 doncr 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 consuitancy activities
in support of the College's training programmes

carry out an international staff recruitment campaign

~ examine options for better use of the study areas
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