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EXECUTIVE SUMMARY 

UGANDA
 

TRAINING NEEDS AND TRAINING OPPORTUNITIES ASSESSMENTS 

Introduction
 

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

Traditional training institutions and progrimmes for PAMs in Africa have not kept pace with the increasingdemands 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 a,,sessment address two questions: (i) 'What is neededin respect of PAM training to enhance the conservation, of Africa's protected areas?', and (ii) 'What can bedone to provf Je such training for PAMs?' 

A questionnaire was designed to gather data on the skills i luired for protected area management and levelsof skills PAMs currently possess. Differences between skills needed for the job and those actually possessedare recognised as a training need. Further information on training needs and training opportunities wereobtained through interviews with PAMs and their supervisors. 

Training Needs Assessment 

Within Uganda the PARCS survey focused on the Uganda National Parks (UNP), the Game Departmen,(UGD) and the Forest Department (UFD). UNP and UGD did not have training plans'. UFD had recentlydeveloped a plan for in-service training in natural torest conservation. 

Thirty nine PAMs, three Field Operations Directors (FOD), twenty eight Regional PAMs, four Researchers,
four Trainers and four Field Associates completed questionnaires.
 

Analyses of questionnaire data provided the backbone of the training needs assessment. 
 The levels of skillsrequired for setthe job (as by PARCS 2 in the questionnaire) were first validated to ensure that thequestionnaire truly reflected the scope of responsibilities held by PAMs in Uganda. Training needs for eachskill/competency were determined by a 'gap analysis' which compared PAMs current skill levels with those
that PXMs considered were needed for the job.
 

PAMs identified training needs in the following general areas:
 

A training plan is defined here as a structured programme that operates inapre-set timetable to ensure that all protectedarea management staff receive adequate and appropriate training prior to assuming their posts. It also providesprofessional development and refresher courses regularly and monitors and evaluates training programmes undertaken. 

The PARCS' earn of consultans set knowledge levels based on their own experiences Inprotected area management In 
Africa and on comments and opinions from both government and NGO management professionals. 
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Knowledge Skills: 

UNP: 
UGD: 
UFD/RM: 
UFD/PAM: 

1
Policies & Procedures 
Policies & Procedures 
Policies & Procedures 
Policies & Procedures 

2
Technical 
Legal 
Technical 
Legal 

3
Planning 
Planning 
Legal 
Planning 

Mental and Social Skills: 

UNP: 
UGD: 
UFD/RMs: 
UFD/PAMs: 

1Written Skills 
Problem Analysis 
Creativity 
Written Skills 

2Evaluation 
Written Skills 
Problem Analysis
Creativity and 

3Problem Analysis and Creativity
All others except oral 
Evaluation 
Problem Analysis 

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

UNP:
U Ensuring agreed intervention programmes are completed to budget and timetables
" Ensuring optimum levels of visitor satisfaction 

UGD: 
" Ensuring optimum levels of visitor satisfaction
" Ensuring harmonious relationships with neighbouring communities" Ensuring agreed intervention progrannes are completed to budget and timetables 

UFD: 
" Ensuring optimum levels of visitor satisfaction" Ensuring that all activities within the protected area comply with laws and regulations" Ensuring an appropriate balance between resource conservation and use in the protected area" Ensurino, agreed intervention programmes are completed to budget and tin etables 

UNP and UGD staff feel that 'refresher' courses and the establishment of an in-service training programmewould address the needs of wardens in the field and within the rest of the respective organisaions. UFDhas already established an in-service training programme which it hopes to keep modifying in response tochanging needs. There may be particular areas where joint training courses would be appropriate. BothUNP and UGD will c'ntinue to recruit graduates for warden level positions and to send members of staffto formal training institutes where needed as part of an overall training plan. 

FODs' training needs were identified as: 

" Strategic planning
" Policy and procedures development
" Human resource development 

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

Training Opportunities Assessment 

A detailed opportunities assessment was not undertaken. Participants at thejoint UNP/UGD/UFD workshopwere asked in a plenary dis,:ussion to suggest relevant training opportunities. 

Recommendations 
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The establishment of the new Uganda National Parks and Wildlife Service and the deployment of anAssistant Director to be responsible for training, presents an excellent opportunity to plan and develop anintegrated training programme, using formal and in- service training opportunities to maximum effect. 
The on-going in-service training within the Forestry Department, and the similarity of many training needsin both organisations would also allow the potential for integrating training across the two authorities. 

* Formal 

Uganda has decided to establish a Wildlife Institute to train middle level PAMs as well as rangers.One of the main purposes for establishing the certificate course was to meet a current manpowershortage but whether the demand for such training will remain at the present high level is notcertain. Experience in other countries in Africa has shown that newly establisned national wildlifemanagement training insititutes are often not sustainable in the long-term and require continuing
donor support: 

a realistic assessment of the establishment of an institute at Lake Katwe, or the suggestedestablishment of ajoint wiidlife/forestry certificate course at Nyabyeya, needs to be made. 
If this results in the decision to proceed with establishing along-term certificate training programme, 
then: 

* efforts should be put into training trainers to allow them to offer a well-taught course. 
As the Lake Katwe course was taught for the first time only recently, it is likely that the curriculum
will need some review - indeed this was recommended in the external examiners report (Foya 1993):
* an evaluation of the course, which includes a survey of the performance of the January 1993 

graduates, should be made and the results used to review and adapt the present curriculum. 
If the new Uganda National Parks an'd Wildlife Service decides to establish the Institute as its main 
training centre, then: 

* efforts must be made to secure some sort of long-term funding. 
At present UNP and UGD send students to the College of African Wildlife Manugement at Mweka 
to undertake the diploma and post- graduate diploma courses: 

the diploma course is likely to still be a useful option and provide certificate holders withthe opportuntty to work with PAMs from other countries and to obtain an internationally
recognised professional qualification. 

the present orientation of the post-graduate diploma towards research activities, does notreally address Uganda's need to instil practical skills in its graduate wardens. These needsmight be better addressed through an in-service programme. 

Post-graduate studies at the Masters and PhD level need to be carefully targetted to make maximum 
use of scarce fuidAng sources: 

if such degrees are undertaken within the context of a training and manpower developmentplan, then concerted efforts must be made to deploy returning staff to suitable posis within
the organisation. 

the increasing recognition for the need for applied research to benefit protected areamanagement does mean that many wardens can meet both personal objectives and the needsof their organisation when undertaking post-gradua~e studies. 
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* In-ser -e 

Although there was a strong preferential bias towards formal training, the Ugandan PAMsinterviewed during the PARCS project all recognised the great value of a well-structured in-servicetraining programme to meet their own training needs as well as those of their organisations. Theyalso recognised that these did not necessarily coincide. The general consensus was that expertiseexists within Uganda to develop relevant courses, but what was needed was the overall vision andframework to establish such a programme. This thinking is very much in line with the tenents ofthe PARCS project and Uganda would be an excellent country for an in-service training initiative 
to be undertaken. 
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SECTION I 

PROTECTED AREA CONSERVATION STRATEGY (PARCS) 

1.1 TIE APPROACH 

1.1.1 Afiica's system of National Parks and Protected Areas constitutes one of the most importantsafeguards of the continent's rich biological diversity. Protected Area Managers (PAMs), thedecision makers in the field, play a critical role in the overall functioning of these areas. Inrecent years a number of observations on factors constraining effective Protected Areamanagement, drawn from experiences in the field, have been made. They include: 

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

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

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

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

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

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

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

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

1.2 THE PROJECT 

1.2.1 In light of the above the PARCS project seeks to address two questions: (i) what is needed inrespect of Protected Area Manager training to enhance the conservation of Africa's ProtectedAreas? and (ii) what can be done to provide this training for PAMs? (ii) what steps can,hemselves take to identify and design pilot educational efforts that respond to their needs?
PAMs 

This is to be done by: 

a 	 undertaking a participatory assessment of training needs, priorities, constraints, andopportunities for PAMs 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 threeregions to implemcnt recommendations from tb-. needs assessment 

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

5
 



1.2.2 The PARCS project is envisioned as a multi-year activity. During the first year (Phase I)an indepth 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 

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

d assess training needs of PAMs 

e identify constraints to adequate and effective training 

f identify the institutions and programmes presently used for training 

g identify potential opportunities for relevant training 

h identify potential activities to evaluate appropriate training methods 

1.3 	 OVERARCHING QUESTIONS 

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

1.3.2 	 The Questions 

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

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

b What are the responsibilities recognized by PAMS? 

c How do PAMs' perceptions compare with PARCS' perceptions? 

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

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

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

1.3.2.2 	 What are the constraints or 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 1.3.2.11 

1.3.2.3 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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1.3.2.4 	 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 training 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. 

c Does training received cover all major requirements?
 

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

e Does exposure to various conservation techniques (other than in-service training) improve 

PAMs skills and knowledge? 

f What do training programs aim for? 

1.3.2.5 	 Assessments of Field -.perations ')irectors (FODs)
 

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

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

c What are FOD training priorities?
 

1.3.2.6 	 What 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? 

c What are the constraints to training? 

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

1.3.2.8 Are there other approp.,iate training opportunities that have not been utilised? 

1.3.2.9 What kinds of training should be recommended? 

1.4 	 THE PROCESS 

1.4. I The PARCS project is managed by the Biodiversity Support Program (BSP) and implemented bya collaborative group of three NGOs: The WildlifeAfrican Foundation (AWF), WildlifeConservation Society (WCS), and World Wildlife Fund (WWF). AWF is the lead organisationit. east Africa, WWF leads PARCS in southern Africa, and WCS has assumed lead responsibility
in francophone central Africa. 

1.4.2 	 Funding for PARCS comes from the 	Bureau for Africa of the U.S. Agency for InternationalDevelopment (AID). Supplementary funding has been provided by WWF, with AWF, WCS andWWF contributing staff time to the project as well. Furthermore, each of the collaboratingorganisations is drawing from its expertise and experience with related ongoing activities in thefield, to enhance the PARCS assessments. 
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1.4.3 The PARCS project is led by a U.S.- based core team consisting of Kate Newman of BSP,Cynthia Jensen of WWF, and Amy Vedder of WCS. Regional Managers representing AWF(Deborah Snelson), WWF (Michael Dyer) and WCS (Annettte Lanjouw) conducted the PARCSassessments in the field. Barbara Pitkin of BSP coordinated the overall activities of thecollaborative group whilst Deborah Snelson provided field coordination of PARCS activities fromthe AWF office in Nairobi. Data analysis was carried out by Vitalis Wafula and David Sumba
of AWF. 

1.4.4 The methodology for the PARCS assessment was developed during a four-day workshop inNairobi in August i,92. The workshop was facilitated by Peter Woolf of Price Waterhouse, andattended by Barbara Pitkin, Michael Dyer, Annette Lanjouw and Deborah Snelson. 
1.4.5 After the workshop, the methodology was reviewed by a number of key members of theconservation community in Kenya and Zimbabwe and sampling of wardensa 	 from severalAfrican countries. The Regional Manager in southern Africa conducted a trial assessment oftraining needs in Malawi between 13 September and 2 October 1992. The methodology was alsoreviewed by the core team in late September and amended in light of those reviews (Biodiversity

Support Program 1993). 

1.5 GOAL OF THE METHODOLOGY 

1.5.1 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 wayto present the array of specific skills required for the job of a PAM (see annex 1)
b It would provide a convenient tool to compare outside assessments of the skills required of 

the PAM with the PAMs' own perceptions of required skills 

c It would provide a qualitative and quantitative means of assessing training needs 
d 	 It would lend itself well to standardized data extraction, manipulation, comparison and 

analyses across the three regions of Africa 
1.5.2 A strength of the questionnaire is that it is not just a means of gathering information, but it isa training tool in and of itself. The process of leading the PAM through the questionnaire wasdesigned to stimulate thought and discussion on the important facets of Protected Areamanagement - the questionnaire may well have influenced the way some PAMs look at their jobs

and 	their role in managing those Areas. 

1.6 TARGET GROUPS 

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

1.6.2 In some countries problems in Protected 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 deemedit possible and desirable, the assessment broadened to include the level of management above thePAM, i.e., Field Operations Director (FOD) at departmental headquarters. 
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1.6.3 

1.6.4 

1.7 

1.7.1 

1.7.2 

1.7.3 

it is also recognised that in many cases the job of PAM will eventually be filled by individualsimmediately below this level (depending on organizational structures and the procedures of theorganization). The Regional Manager and his/her core team representative may therefore havedecided to include in the assessment, individuals directly below the PAM. In Tanzania, forexample, there are senior wardens, wardens, and assistant wardens, so assistant warleens maybe included in the assessment. In countries such as Zaire, where there are rarely matlagerialpositions 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 towork as PAMs in the future 

b Protected Area Manager (PAM); 

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

d Field Operations Director (FOD)
 

e Trainers/lecturers at wildlife institutions where PAMs receive training
 

f Research Officers 

TARGET COUNTRIES 

The PARCS assessment was intended to cover as many countries in eastern, central and southernAfrica as possible. In this way, the end product should provide a comprehensive assessment ofthe training needs and opportunities over a sizeable part the continent.
 
Practical realities, however, inevitably dictated that in-depth assessments could only be done in
some countries, limited assessments in others' and no assessments in yet others. In-depth
assessments involved in-country site visits and 
 followed the methodology described in this
document. Limited assessments involved more cursory assessments, often conducted from
outside the country using means available (limited use of the questionnaire through selective
interviews and mailings, collection of baseline data through telephone interviews, literature
searches, etc.).

The practical realities that 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)
 

c civil war/unrest
 

d relative importance placed on a country's biodiversity and protected areas vis a vis other

countries in the region 

e potential for follow-on activities 

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

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

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

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

assessment only) 

1.8 	 PRELIMINARY GROUNDWORK 

1.8.1 	 Regional Managers arranged an initial meeting with a senior official, usually the Director, atDepartmental headquarters. If there was a person responsible for training stationed atheadquarters that person was also contacted. The initial meeting could be simply an informalone where the Regional Manager describes the PARCS project and requested information to becollected 	and appointments to be made in preparation for a more formal meeting. 
1.8.2 	 At the formal meeting at headquarters, the following sorts of information was gathered: 

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

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

c training records 

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

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

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

g number of Departmental training officers (job desciptions?) 

h training programs (annual budget, evaluations, constraints). 
1.8.3 PARCS was intended to be conducted in an adaptive way, reflecting the needs and wishes ofgovernment programs and interests in training. The government (Department) was thereforeinvited to plan how PARCS was conducted for its country. At the formal meeting at HQ abriefing was given on how the PARCS assessment could be administered. 

1.8.3.1 The preferred (PARCS) strategy for conducting the questionnaire was for the Regional Managersto hold int.rviews and discussions with PAMs and makc site visits to directly observe ProtectedArea management. The Regional Managers however had to tailor their approach to individualcountry circumstances. Options for conducting the questionnaire were to:
 
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 nn his/her own time 

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

d mail out the questionnaire 
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e use a consultant or colleague to do one or more of options a-c 
1.8.4 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 torecommend people to talk to about training opportunities. 
1.8.5 RMs might then have arranged meetings with FODs during which they were asked to completethe needs assessment questionnaire as an independent validation of PAMs' own responses. It wasexplained that by rating the general skill levels of PAMs in the FOI.s' organization, training

needs would be identified. 

1.8.6 The RM might have decided to discuss the FODs'position and training needs. This was intendedto be an informal 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 

c Representation of organization and public relations 

d Planning optimal deployment of well-motivated competent staff 
e Development and achievement of operational plans and budgets 
f Planning for availability and optimal deployment of technical specialist services from 

headquarters to protected areas 

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

h Managing concessions in protected areas
 
1.8.7 The FOD was asked to verify that these are the key aspects of the job and to comment on thelist. The FOD was then asked what kind of training is needed to accomplish these tasks, whatwere his/her three priority training needs, and what are the constraints to obtaining this training. 
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SECTION 2 

TRAINING NEEDS ASSESSMENT 

2.1 INTRODUCTION 

Over the past few years Uganda has been undertaking a major programme if reconstruction
which has includeJ providing support and resoirces to protected area author;ties. Years of
political turmoil and economic instability had resulted in low levels of funding, poor staff
renumeration, lack (f field equipm( it, physical threat from well-armed poachers in protected 
areas, and the inability to enforce legislation. Many staff received little or no training during this 
period and this hindered management efforts still further (IUCN 1992). 

Protected area authorities have been the recipients of external donor support through several
projects. Most have included training components and a wide variety of training methods have 
been used, ranging from formal training, the development of in-service courses (notably the
FAO/UNDP Wild!ife and National Parks Project and the EC-funded Natural Forest Management
and Consrvation Project), study tours, short courses and on-the-jcb training. 

The PARCS training needs assessment was therefore undertaken at a time when the immediate
crisis of training protected area managers had been met through the endeavours of several
proiects - and in many cases training was still ongoing. With the stablisation of the courtry and
the growth in the economy, protected area authorities are increasingly being able to address :heir 
mandates more comprehensively, and a growing awareness of the need to integrate conservation
with local community resource use has arisen. The revival of tourism and the increased number
of visitors to the national parks has highlighted the potential for significant revenue generation.
Protected area rn-.iagers are becoming increasingly optimistic that their jobs will allow then, the
potential to play a significant and contemporary role. There is ge,;eral recognition that new
knowledge and skills will be needed to perform this role. The PARCS training needs assessment 
set out to solicit the vierws of what Uganda's protected area managers feel are their training needs 
and priorities. 

2.1.1 Summary of Uganda's P-'otected Area system; 

See Figure 1 for a summary of Uganda's protected zrea system (IUCN 1992). In November 
1993 Mt Elgon, Kibale and Semliki Forests were declared national parks. 

2.1.2 Protected Area authorities 

At present there are three protected area authorities in Uganda - the Forest Department (UFD),
Uganda Nalional Parks (UNP) and the Game Department (UGD). 

The Forest Department is under the recently created Minis.ry of Natural Resources and is
responsible for the implementation of the national forestry policy and for the creation and 
management of forest reserves. At the time of the PARCS survey, UFD was managing Mt
Elgon, Kibale and Semlik. Forests, but these have now moved under the jurisdiction of UNP. 

At present Uganda National Parks and the Game Department both come under the Ministry of
Tourism, Wilulife and Antiquities. Uganda National Parks is a parastatal organisation which 
manages the national parks in Uganda, whilst the Game Department administea3 all wildlife
outside the national parks, and is responsible for the management of game reserve", controlled 
hunting areas and game sanctuaries. In addition the Game Department is also responsible for the
compliance with international conventions, regulating trade in wildlife products and developing 
a wildlife-based industry. 
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Figure 1: SUMMAPY OF PROTECTED AREAS 
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-- 

A sectoral policy review has recently been undertaken and a major recommendation was the merger of UNP and UGD into a single parastatal authority the Uganda National Parks andWildlife Service. After initial resistance the merger is now going to proceed and it is proposedfor June/July 1994. The new organisation will be a parastatal and will have 169 senior serving
officers. This is considerably more than are serving at present and the deployment of suitably
trained personnel will be a major challenge for the new organisation. A possible administrative 
structure for the new service is pre . nted in Figure 2. 

2.1.3 National conservation strategy & conservation objectives 

Uganda is currently preparing a National Environment Action Plan (NEAP) and through the work
of the various NEAP task forces and the NEAP Secretariat a national environmental management
policy for Uganda has been formulated. 

A review of the wildlife sector has recently been undertaken. A draft report on Wildlife andNational Parks Policy and Legislation (Edroma 1993) outlines certain aims: 

* To safeguard Uganda's wildlife, national parks and other protected areas for present and 
future generations by: 

conserving areas of natural beauty and historic, educational and scientific value; 
-	 preserving Uganda's wildlife diversity and protecting endangered and threatened 

species; 
-- creating awareness among Ugandans about the benefits, both economic and spiritual,

derived from wildlife and national parks 

* 	 To increase benefits derived by local communities from wildlife and national parks by
encouraging their involvement in the planning and management of protected areas 

* 	 To develop national based tourism through long term planning of the market and by
encouraging private sector investment 

" To facilitate coordination between ministries involved with the planning and administration
of wildlife, national parks and other resotrces such as forests, fisheries and minerals by: 
--	 establishing a Natural Resources Committee to advise Cabinet 
--	 encouraging informal cooperation between ministries at technical levels 

* 	 Plan the development of wildlife and national parks 

* Aim to increase revenue derived from wildlife and national parks management 

* 	 Implement international conventions and treaties on wildlife 

* 	 Improve the organisational structure and legal foundation of wildlife and national parks 
management. 

2.1.4 Existing training progranunes 

2.1.4.1 At the start of the PARCS project in August 1992 the Wildlife and National Parks Project
(funded by FAO/UNDP) was still underway. Although this project was formally completed inJanuary 1993 a brief summary will be provided here, because it included a significant component
of training support to UNP and UGD. The objectives (Drani pers. comna. 1993) of the project 
were: 

0 	 to review policy and legislation and the institutional structurs/organisations responsible for 
managing protected areas 
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Possible Administrative Structure of Uganda National Parks and Wildlife Service
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2.1.4.4 

* 	 to carry out surveys in protected areas outside national parks and to determine the viability
of these wildlife areas, with a view to recommending regazettment. 

* to provide in-service training for game guards/rangers ard park/game assistants through a
series of short courses. In addition to provide scholarships for attendance at the College of
African Wildlife Management at Mweka in Tanzania and to arrange study tours where 
relevant. 

* 	 to strengthen protection capability through the provision of uniforms, radios, vehicles etc. 

* to develop strategies to integrate community involvement in protected area management. 

2.1.4.2 	 Of particular interest to this report is the implementation of the in-service training programme.By the end of the project in January 1993 over 600 game guards/rangers had attended short courses which represented 98% of all of the staff at this cadre. 100 	 wardens and assistantwardens had attended short refresher courses. An evaluation of the project was undertaken inDecember 1990 and it noted that there was a serious manpower gap between lower cadre staff
and senior wardens, ie at the Asst PAM level. Although the certificate course at the College ofAfrican Wildlife Management at Mweka, Tanzania was an appropriate course to provide skillsfor assistant wardens, the need to train asignificant number of people at this level resulted in theevaluators suggesting a seemingly more cost effective strategy and recommending thedevelopment of a certificate course within Uganda. An 18 month course was proposed to fitwithin the life of the project and was developed over the next six months - partially based on theMweka syllabus. The course, which was run at asite near Lake Katwe and taught by staff fromthe project, the Game Department and the Uganda Institute of Ecology, took in its first intakein August 1991. The cost of the course was $1500 per student (as opposed to the fees of $5000per 	year at Mweka). In January 1993 a high proportion of the students graduated successfully
and are now deployed in protected areas in Uganda. Unfortunately after the project finished fundswere not available to continue this intiative, although the Government of Uganda had agreed toprovide land at Lake Katwe to establish a permanent institution. However UNP and UGDmanaged to secure some additional funds from FAO and with the government subvention wereable to offer a second course which began in August 1993. UIE, UNP and UGD staff aremain trainers on the course which will run for two years. 	

the 
A proposal has been put forward tocollaborate with the Forest Department and offer a combined wildlife and forestry certificate 

course at Nyabyeya Forestry College. 

2.1.4.3 	 UNP and UGD: There is no Training Officer at UNP or UGD and the responsibility formonitoring training is assigned to the deputy directors. No training plans have been developed,no training records are kept and there are no training budgets. Although both organisationsrecruit graduates from Makerere University as wardens (and so some have already received basictraining), UNP and UGD have had to rely, and continue to do so, on external donors to providescholarships for staff to attend the College of African Wildlife Management at Mweka or othertypes of formal training. The funds available for training through donor supported projects arenot tracked. UNP has recently initiated in-service training for its staff in accounting and financial
procedures. These courses are being developed by the UNP Financial Controller. 
UFD: The UFD has a Training Officer but until recently, the department had never drawn up
a programme of what expertise is needed and what is available. This has meant that there hasnot been effective use made of the knowledge gained from formal training particularly it postgraduate level. However, 	under the EC-funded Natural Forest Management and 'ConservationProject a comprehensive in-service training programme has been planned for many members ofthe Forest Department and is currently being implemented. This involves training throughworkshops and seminars as well as developing short courses at Nyabyeya Forestry College and
is primarly aimed at reorientating Forest Department staff from traditional plantation andextraction forestry techniques to managing natural forests for conservation and sustainable use.The first of the short courses was taught at Nyabyeya in August 1993 using acombination of thecollege staff and guest lecturers and ran for two weeks (see Annex 2 for outline of the course). 
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2.1.5 	 In-country PAM profile 

2.1.5. Ia 	 UNP: Over the past five years UNP has focussed on recruiting many wardens and assistants intothe organisation. Now within UNP many of the wardens are graduates from MakerereUniversity. Several hold additional post-graduate qualifications. The recent graduation ofpark/game assistants from the certificate course run at Lake Katwe has boosted the number of
certificate holders within UNP and UGD. 

2.1.5. l b 	 UNP has 35 wardens, 6 researchers, and 8 officers at HQ, of which there are 28 BSc, 8 MSc,
and 2 PhD degrees held and I lvSc and I PhD candidates. In addition there are II diploma, and15 certificate (Mweka and Lake Katwe) holders who were all given an opportunity to attend these course,,after joining UNP. 3 certificates in accounting ai-d administration are held. 

2.1.5.2 	 UGD: UGD has a severe manpower shortage and has experienced difficulty in recruiting skilledpersonnel into the organisation. UGD has 6 graduates, 3 diploma and 20 certificate holders butwould like a complement of 20, 16 and 52 respectively to meet its present manpower demands.These predicted figures will now change with the creation of the new service. For the most partdiploma and certificate courses (at Mweka and Lake Katwe) are attended after a person hasjoined UGD. Many of the reserves under UGD jurisdiction are managed by locally recruitedgame ass;stants who only have training to school certificate. 

2.1.5.3 	 Ajob descriptions was available for wardens from JNP (see annex 3) but these will be preparedin more- detail as part of the proposed merger. At present there are no performance appraisalsystems in place, although this has been recommended to UNP (Price Waterhouse 199,). 
2.1.5.4 	 UFD: At preseit the UFD has over 100 graduates in forestry from Makerere and 23 MScsholders and trains other cadres of staff to certificate and diploma level at Nyabyeya ForestryCollege. Much of this training has been in the more traditional areas of forestry. 

2.2 	 METHODS 

2.2.1 	 Analysis by validation, gap analysis: PAMs vs FODs, etc 
2.2.1.1 	 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 ornot the levels of knowledge ('some', 'working', 'in-depth') considered appropriate by PARCSfor skills in the various competencies within each Main Division of the Job were in agreementwith those considered appropriate by the different categories of respondents (Asst. PAMs, PAMs,FODs, Research Officers, Trainers, etc). A validation analysis ,vas therefore designed whichcompared 	 PARCS score with respondent's scores was calculated ani, if above 70%, thequestionnaire was considered 'validated' with the levels of knowledge set by PARCS being

considered on average to be correct. 

2.2.1.2 	 To determine where a gap in knowledge occurred between what was required for a given skill(as set by PARCS and validated by respondents) and the actual level of knowledge possessed byeach respondent, i.e. a training need, a 'gap' analysis was carried out. That involved comparingPARCS' 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 s'ill is higherthan the level possessed by the respondent. The bigger the gap, the greater the training need.Negative scores and scores of zero indicate that a respondent has higher knowledge (or at leastthe same as set by PARCS) than that required for the skill in question. 
2.2.1.3 Although PAMs were the principal target group for the training needs assessment, other groups(e.g. FODs, Research Officers, etc) were also asked to complete questionnaires, not to assesstheir own training needs but rather, to indicate what they thought the levels of skill knowledgewere for PAMs they had worked with and/or supervised. This was deemed important from the 
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point of view of obtaining perspectives on PAMs skills and training needs from sources other 

than PAMs. 

2.2.2 	 Country-specific methods 

2.2.2. 1 	 The training needs assessment was undertaken through several methods in Uganda: 

* 2 questionnaires were completed by UNP wardens during visits to the AWF offices in 
Nairobi. 

0 20 questionnaires were mailed out to PAMs working for the UGD. 

0 At Mweka a consultant to the PARCS project (who was a visiting lecturer at Mweka andhence well known to the studen!s) explained the PARCS project and the questionnaire tostudents from Uganda and each was then requested to complete it in his own time. 

* A workshop was held in Kampala on 30 March 1993 and attended by UNP, UGD, UFDstaff including PAMs, Asst. PAMs, Researchers and FODs as well as Field Associates.There were over 30 participants which included the warden in charge of every nationalpark, each forest park and senior wardens from the UGD. After opening remarks from theDirector of UNP, the Chief Commissioner for Wildlife and the Assistant Commissioner forForests, the participants completed the questionnaires. The participants were then dividedinto three groups representing their respective organisations and the post-questionnaire
discussion 	was held. The comments were sunmarised at a plenary session. A discussion
of training opportunities within Uganda was then held. 

* A workshop was held in Kampala on 31 March 1993 and attended by UFD District ForestOfficers (Regional Managers) and trainers. The questionnaires were completed during theworkshop and a plenary post-questionnaire discussion was then held. 

2.2.2.2 	 A total of 83 PARCS questionnaires were completed for Uganda. 

2.2.3 	 FODs comments on training needs 

2.2.3.1 	 FODs from each of the three organisations completed a questionnaire assessing the skill levelsrequired and the skills levels attained in general, among the managers in protected areas undertheir jurisdiction. In addition interviews were held with FODs in UNP and UGD. 

2.2.3.2 	 UNP: The Deputy Director of UNP indicated that he perceived the primary training needs forPAMs to be in the areas of administration, financial management and planning. The DeputyDirector had recently moved to 'INP HQ after serving as a PAM for many years in the field.in his new pos, he identified his primary training needs to be in the area of personnel andadministration, planning and community conservation. When asked sp"cifically about FODtraining needs tne following areas were identified as important: 

* Strategic planning 

• Development and compliance of policies, procedures, and standards 

* Representation of organisation and public relations 

* Planning optimal deployment of well-motivated competent staff 

0 Ensuring availability of hardware and software necessary to achieve organisation's
objectives, 	within budget. 
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2.2.3.3 The 	UNP Deputy Director provided ajob description for his post: 

I. 	 Deputise for the Director 

2. 	 Specific duties include: 

* to plan, supervise and execute all administrative and general services* 	 to handle personnel and establishment matters eg staff welfare, annual leave,renumeration, promotions, disciplinary matters, terms and conditions of service, etc,
of staff of the organisation

" 	 to prepare quarterly and annual reports of the national parks for final editing by the 
Director

* to monitor and advise on projects undertaken by researchers at the Uganda Institute of
Ecology so as to enhance park management techniques

* to visit individual parks for assignments given by the Director
* to handle matters concerning wildlife conservation educaiton and extension with theWildlife Clubs of Uganda and the wardens responsible for this task* to supervise and coordi .ate in particular duties of officers and staff at headquarters
" to act as chief advisor to the Director 

3. 	 To carry out any other duties assigned by the Director. 
2.2.3.4 It was felt that in-service training for senior management staff would be an appropriate ways tobuild knowledge and skills in these areas and that this should be done through a series of short 

courses. 

2.2.3.5 UGD: The Deputy Chief Game Warden discussed the dearth of training opportunities for UGDstaff and emphasised the importance of the certificate training at Lake Katwe. He felt that thisproject was providing cost-effective training for UGD as there were many serving officers whohad no training beyond school certificate. He was anxious that Uganda should be able to retain
this training opportunity. 

2.2.4 Analysis of Questionnaire 

2.2.4.1 To facilitate analysis of all data generated by the questionnaire, aset 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 whichscore
respondents considered to reflect the skill level required to do the job of aPAM, and the score which respondents considered reflected PAMs levels). 

c 	 Data sheet C: for recording responses to statements on 'Mental & Social' skills. 
d 	 Data sheet D: for recording responses to the three 'Attitudes' questions. 
e Data sheet E: 	 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 thequestionnaire. 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 tie 
questionnaire. 

2.2.5 	 Gender 

2.2.5.1 	 No women completed the questionnaire. UNP has one warden who is a woman. 

2.3 	 RESULTS 

The results of the PARCS survey in Uganda are presented below. A short paragraph follows eachset of results and provides a brief interpretation of those results within the Ugandan context. 

Throughout this section of the report referet,-e will be made to figures and tables which provideresults drawn from various .nalyses of questionnaire data. Each analysis figure and table isdefined by a PARCS number which generally refers to the paragraph in the results section wherethe figure/table is relevant and may be presented. These PARCS numbers are to be used in allcountry reports to allow direct comparisons of training needs within and between countries in thethree 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 39 PAMs and Asst.PAMs and 28 Regional Managers (District Forest Officers) from the three participating
organisations. 

2.3.1 	 Data Collection Table (Table I) 

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

UNP
 

METHOD
 
POSITION Interviewsonl1,2,1 3 4 5 6 7 Total
 
I Asst PAM 1_1_12 9 11 

2 PAM 1 1 6 11 8 

3 RM 

4 FOD (for PAMs) I 	 I 

5 FOD (for own job)
 

6 Trainer
 

7 Researcher 
 I I 
8 Field associate I 1 1 3 

9 Private Sector PAM 

Total 3 0 911 24 
otal sample: n
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UGD 

JInterviewsPOSITION -METHOD 
only 1 2I T 617 Total 

I Asst PAM __ _ _ 1 _ 4 5 
2 PAM 2 8 10
 
3 RM 

4 FOD (for PAMs) 1 
5 FOD (for own job) 

6 Trainer 1 - 2 

7 Researcher 
 2 3 
8 Field associate 

9 Private Sector PAM _ 

otal e: n=21
 

UFD _ 

POSITION Interviews METHOD
 

only 1 2 - 4j5J6 7 Total 

1 Asst PAM 

2 PAM 6 6 
3 RM 28 
 28 

4 FOD (for PAMs) 1_1
 

5 FOD (for own job) 

6 Trainer 1
 
7 Researcl.-r 
 !i
 

8 Field associate 1_1
 

9 Private Sector PAM 

Total 38L1~T 8 

KEY: Regional Manager
i. Explain questionnaire to PAM/FOD and fill out with RM nearby
2. Explain questionnaire to PAM/FOD and leave to fill out inown 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 

21 



2.3.2 Background Information Sheets 

Information sheets were collected for the following protected areas: 

Forest Parks: Kibale, 	Mt Elgon Game Reserves: Karuma, Piani Upe, Toro
National Parks: Bwindi 	 Impenetrable, Lake Mburo, Mgahinga 

2.3.3 Respondents' Years in Service/Years as a PAM (Table 2) 

Although not all respondents 	completed the questionnaire for both parts of the question, the dataprovided on the numbers of years they had served in service and the numbers of years in which
they had been a PAM are tabulated below. 

1-5 yrs 6-10 yrs > 10 yrs 

Service PAM Service PAM Service_ PAM 

UNP 10 6 3 	 31 1 
UGD 6 5 3  -

UFD/RM 1 1 5 5 19 9 
UFD/PAM 2 2 22 2 	 1 

UNP has the youngest serving staff and reflects the recent recruitment drive by that organisation.
The Forest Department has many long term employees still based in the field (albeit in regional
posts). 

2.3.4 Validation Analysis for Knowledge 

2.3.4.1 Additions and Deletions to Ac'-ountabilities and Responsibilities 

See Annex 4 (PARCS 2.3.4a) for additions. 

2.3.4.2 Validation Analysis of Knowledge of PAMs and Asst. PAMs, and RMs 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 rompared the scores given byPAMs in the left hand box of questions i-64 under 'Krowledge' with those of PARCS. Apositive difference in score indicated that PAMs considered the level of knowledge required toperform 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: 	 UNP 88%
 
UGD 89%
 
UFD/RM 93%
 
UFD/PAM 94%
 

This meant that overall Ugandan 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: 
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2.3.5 

UNP UGD UFD/RM UFD/PAM 

Technical 	 Over Under Over -
Management Under Under Over Over
Planning Mixed Under Over Under

Legal Mixed Under Mixed Over

Policies and Procedures Over Over Over

Financial and Accounting Under Under Under
 
The above results reflect the different perspectives of the three organisations and the roles of the
respondents. 

UNP: 	 UNP staff indicated where they felt that the PARCS emphasis was not strictly
applicable to their organsation. This varied across the six competencies. 

UGD: 	 UGD staff on the other hand mostly stated that high skill levels were needed in allthe sections of knowledge except 'Policies and Procedures'. This probably reflects
the recent paucity of training and support for the UGD and the perception that there
needs to be skills training within the department. 

UFD/RM: 	 RMs not basedare in the field and one would expect that the questionnaire
(designed for field based personnel) might not be entirely appropriate. Where thereis some discrepancy itappears that the PARCS score overestimates the skill levels 
needed.
 

UFD/PAM: 	The post within Forestof PAM the Department is fairly new. The high
concurrence of the respondents with the PARCS score indicates that they may havebeen guided by this score as their experience in the role of PAM is relatively
recent. 

For readers interested in knowing which specific questions respondents felt PARCS hadsignificantly 	(under 50% agreement) under scored the numbers are given below. (Please referto the questionnaire in Annex 1). There were no questions where PARCS had significantly over
scored. 

UNP UGD UFD/RM UFD/PAM
Technical - 9 - -

Management 
 - 19&27 - 19
 
Planning 36 36 36
 
Legal 
 - 40 - 45

Policies and Procedures -  - -

Financial and Accounting -


Gap Analysis of Training Needs for Knowledge: PAMs and Asst PAMs and RMs 

A 'Gap / 'alysis' was used to compare PAMs and Asst PAMs, and RMs' 'Knowledge' scoresagainst PARCS' scores. This was designed to give an indication of the difference betv 'en PAMsand Asst PAMs, and RMs' 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 betweenPAMs and Asst PAMs and PARCS. Negative values indicate the PAMs' and Asst PAMs' orRMs' skill 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 or RMs and PARCSas to required knowledge. The greater the difference between PAMS' and Asst PAMs', or RMs'and PARCS' positive scores, the greater the training need in that competency. 

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

2.3.5.1 General Results 

An overall review of the results will be presented first. In order to see to what extent trainingneeds occur in the different competencies the data was examined to find out in what percentageof the questions in any one competency, at least 60% of the respondents identified a trainingneed. This data ispresented in Table 3 below. Although this table does not give any indicationof the size of the training needs tie whether there is a score of 1, 2 or 3), it does provide useful
information. 

Table 3. Percentage of questions in each competer.y in which at least 60% of respondents identified a training need, using the PARCS standard for comparison. 

Skill UNP UGD UFD/R UFD/P1 
,Technical Knowledge 82 41 82 71 
Management Knowledge 40 30 50 50 
Planning Kiiowledge 75 50 58 75 
Legal Knowledge 56 56 78 78 
Policies & Procedures knowledge 90 70 100 90 
Financial Knowledge 67 33 67 67 

lotal sample: n=82 (UNP=23, UGD=21, UFD=140(Asst PAMS & PAMS combined n: UNP= 18, UGD= 15, UFD/R=28, UFD/P=6) 
UNP: Policies and Procedures emerges as the competency with the highest percentage. Thescores are relatively high for Technical Knowledge and Planning Knowledge as well. 

It isperhaps not surprising that Policies and Procedures is an area where PAMs feelthey need training, UNP has devolved major responsibility to its wardens in charge ofnational parks, and PAMs clearly see a need to be fully aware of the organisation'spolicies and procedures. Many protected area authorities lack up to date proceduremanuals and this training need has been reflected throughout the PARCS survey,including witHin UGD and UFD. The need for planning skills is consistent with thelevel of responsibility PAMs have within their protected area. The need for increasedtechnical knowledge may reflect the fact that many PAMs do not have formal training
in wildlife management. 

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

UGD staff are frequently posted in areas where local communities have access to theprotected area. Policies and Procedures and Legal Knowledge are essential for PAMsto be confident to undertake their duties effectively. 

UFD Policies and Procedures, Technical Knowledge and Legal Knowledge were identified/RM: by District Forest Officers as the key areas where training is needed. 

This finding is consistent with the primary functions of the District Forest Officers.All three areas are important for day to day work. The reason technical knowledgeis highlighted most likely reflects the changing emphasis within the Forest Departmentto focus on conservation of natural forest areas and resources as well as plantation
forestry. 
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UFD/ Policies and Procedures, Legal Knowledge and Planning Knowledge emerge as training
PAM: needs for Forest Park officers. 

These results are the same as the UGD staff and reflect the similar working
environment in needing to deal with local people using resources within the 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 inhelping 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 job. 

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

Table 4. The percentage of questions in which an average gap of about 2 was identified for 
knowledge competency areas. 

ii 	 UNP UGD URD
 

PAM Fool RE FAl- n- n-1n-3n- PAM
5 FOD1 

n-I TR n-.z REn-3 PAM~RMsn-6n-28 FOID 
n-1 

TR
n-I 

REFA 
1 n-I 

Tc.hnical Knowledge 12 24 24 53 6 18 6 61 35 53 47 82 35 59 
Management Knowledge 0 0 201 10 0 0 0 101 20 60 0 I0 
Planning Knowledge 25 17 25 42 b 42 17 0 33 42 25 67 25 33 
Legal Knowledge l 33 22 33 . 22 0 0 22 22 33 561 22 11 
Policies & Procedures knowledge 60 10 30 70 40 50 101 0 (A 70 80 10 90 40 
Financial Knowledge r 77 17 7 1H 17 17 17 50 100 33 0 

Fotalsample: n=82 (UNP=23, UGD2I. UFD=38) 

UNP: 	 The above results show that there are significant training needs in the subject areas
Policies and Procedures and to a lesser extent Plannirg Knowledge and Financial 
Knowledge. 

The above table also includes data from a FOD, a Researche: and Field /.ssociates ietarget validators. There is exact concurrence in only one competency - Financial
Knowledge. Although there is general concurrence that Technical Knowledge,Planning Knowledge and Policies and Procedures have training needs, it is interesting
to look at the differences across the columns. With the exception of Policies andProcedures all validators feel that 	PAMs have greater needs than they perceive ofthemselves. This isa common finding across the PARCS survey. 

UGD: 	 These results again cite Policies and Procedures as ar. area with great training needs,
but also indicate that PAMs feel that they have significant training needs in the areaof Financial Knowledge. Interestingly this is the only competency where the FOD
does no, feel that PAMs have training needs. As before the FOD views the trainingneeds of PAMs much higher than they perceive their needs, particularly in the area of 
Planning. 

UFD The District Forest Officers significant training needs are consistent with those
/RM: identified as overall needs above. 

UFD/ The significant training needs to emerge for PAMs are Technical Knowledge, PlanningPAM: Knowledge and Legal Knowledge. The result for Technical Knowledge is consistent
with the emerging role of PAMs in forest parks and the need to have a wider variety 
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of skills in this competency. The FOD and FA scores agiee with the need for training
in Technical Knowlege and Planning - although they generally rank the training needs 
higher. 

The 'gap analysis' results can also be looked at from the perspective of the main divisions of the 
job as shown in table 5 

Table 5. 	 Percentage of questions in which an average gap of 2 was identified by main division of the
 
job.
 

UNP 	 UGD IUFDskin FOD RE I FA PAM FnOD TR rRE PAM 1 Ms FO TR RE FA 
=I n0=1 Jn=3 n=15 u=1 n=2] 0=3 n=6 0=2 n=1 n=1 n=t 0= 

A = Staffing 	 17 0 0 33 0 17 0 17 17 17 .17 331 17 0 
B = Infrastructure 17 17 17 33 17 17 17 0 17 17 17 67 17 17 
C = Finance/accounts 0 0 0 0 0 0 0 0 0 0 0 75 25 0, 
D = Tactical pln. 0 0 0 0 0 0 0 0 0 0 0 50 50 0 

E = Laws and Regulations 20 0 40 40 0 0 0 0 401 00 60 80- 80 60 
F = Visitors 47 57 71 86 43 43 29 29 71 71 100 100 57 86 
G - Interventions 60 0 20 80 20 80 0 20 40 60 60 100 20 40 
H - Community Conservation 13 13 25 38 25 25 0 13 25 38 50 75 38 13 

17 17 50 83 17 171= Research 	 17 17 0 17 17 17 0 0 

J - Public relations 14 14 14 29 0 14 0 14 14 29 29 57 29 14 

K = Resource conservation 13 25 13 63 0 38 13 0 50 50 38100 38 63 
total sample: n82 (UNP23, U131521 U1-15=35) 

UNP: 	 This table shows that wardens feel there are only two main divisions of the job where
they have significant training needs ie Interventions (G) and Visitor Services (F).
However both the FOD and Field Associates feel that there are training needs in the 
area of Resource Conservation (K) too. Over the past few years tourist levels in
Uganda have begun to increase and UNP staff are very aware of the lack of skills the 
organisation has in this area. 

Interventions are a traditional tool of park management and the respondents are familiar
with the relevance of these techniques and can probably assess their skill levels well
and this may be one reason that this main division of the job gains such a high ranking
for training needs. Other main divisions of the job, such as community conservation,
tactical planning and public relations, are newer aspects of the role of the PAM andthe results seem to indicate that UNP wardens may not yet be familiar enough with
these areas to be confident in how to assess their skill levels. 

UGD: 	 Three main divisions of the job seem important to PAMs in UGD - Visitor Services
(F), Community Conservaiton (H) and Interventions (G). The FOD is in concurrence
with this and would include Resource Conservation (K) as well. These results again
reflect the lack of experience in visitor management, which is perhaps of less relevance 
to Game Department stan as there are far fewer visitors to game reserves than national 
parks. UGD PAMs recognise the importance of ensuring harmonious relationships
with local communities and that they need more skills to develop such relationships. 

UFD: PAMs, RMs, the FOD and FA basically concur that the four main divisions of the job
where training is needed are: Visitor Services (F), Laws and Regulations (E) Resource 
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Conservation (K) and Interventions (G). Although there is also some recognition of
the role of Community Conservation (H). These needs reflect well the traditional
approaches to forestry as well as recognition of the new roles that forest nature
conservation can play in tourism and bei-;:fit s,:aring with local communities 

2.3.5.2 	 Specific Results 

The general results have shown that most respondents perceive that they have training needs incertain competencies and this is confirmed by input from the FODs and Field Associates. Thedata 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 belowand the areas where significant training needs for t least 2A of the respondents were found aredetailed. Annex I indicates which questions to which the numbers below pertain, and Annex 5presents the gap analysis data in histogram form. 

a. Technical Knowledge (Wildlife/Tourism)
 

UNP: Training needs (ie scores >0) were identified for 16 out of 17 skills (Column 2, Rows
 
A-K) under Technical Knowledge. The greatest needs (scores :>2) were identified in questions:
 
2, 3*, 4*, 5*, 6, 7*, 13, 14, 15 
 (*= score of 3) 

UGD: Training needs (ie scores >0) were identified for 16 out of 17 skills (Column 2, Rows
A-K) under Technical Knowledge. The greatest needs (scores > 2) were identified in questions: 
3, 4*, 5*, 6, 7, 13, 15 (0= score of 3)
UFD/RMs: Training needs (ie scores > 0) were identified for all 17 skilIs (Column 2, Rows A-
K) under Technical Knowledge. The greatest needs (scores : 2) were identified in questions: 

2*, 3*, 4*, 5*, 6*, 7*, 10, 13*, 14*, 15*, -16, 17 	 (0 score of 3) 
UFD/PAM: Training needs (ie scores >0) were identified for 16 out of 17 skills (Column 2,Rows A-K) under Technical Knowledge. The greatest needs (scores >2) were identified in 
questions: 

2, 3, 4*, 	5, 6*, 7, 13, 14, 15* (0= score of 3) 

b. Management Knowledge 

UNP: Training needs (ie scores >0) were identified for all of the 10 skills (Column 3, Rows 
A-K) under Management. The greatest needs (scores ;2 2) were identified in questions: 
23, 25* (0 = score of 3) 

UGD: Training needs (ie scores >0) were identified in 9 out of the 10 skills (Column 3, RowsA-K) under Management. The greatest needs (scores zt2) were identified in questions: 

21, 25
 

UFD/RMs: Training needs (ic scores >0) were identified for all of the 10 skills (Column 3,
Rows A-K) under Management. The greatest needs (scores 22) were identified in questions:
 

21, 22, 23, 25* 
 ( score of 3) 
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UFD/PAMs: Training needs (ie scores >(l) were identified for 8 out of the 10 skills (Column 

3, Rows A-K) under Management. The greatest needs (scores 2) were identified in questions: 

21, 23, 25 

c. Planning Knowledge 

UNP: Training needs (ie scores >0) were identified for all of the 12 skills (Column 4, RowsA-K) under Planning. The greatest needs (scores !2) were identified in questions:
 

32*, 33*, 34*, 38*, 39* 
 (* = score of 3) 

UGD: Training needs (ie scores >0) were identified for all of the 12 skills (Column 4, RowsA-K) under Planning. The greatest needs (scores a2) were identified in questions: 

32, 33*, 34, 39* (0= score of 3) 

UFD/RMs: Training needs (ie scores >0) were identified for all of the 12 skills (Column 4,
Rows A-K) under Planning. The greatest needs (scores >2) were identified in questions: 
32*, 33*, 34*, 35, 38*, 39* (0 = score of 3) 

UFD/PAMs: Training needs (ie scures > 0) were identified in II out of the 12 skills (Column4, Rows A-K) under Planning. The greatest needs (scores >2) were identified in questions: 

32*, 33*, 34*, 38, 39* = score of 3) 

d. Legal Knowledge 

UNP: Training needs (ie scores > 0) were identified for all 9 of the skills (Column 5, Rows A-K) under Legal. The greatest needs (scores > 2) were identified in questions:
 

42, 43, 44, 46*, 47* 
 (* = score of 3) 

UGD: Training needs (ie scores >0) were identified for iOl 9 of the skills (Column 5, Rows A-K) under Legal. The greatest needs (scores a 2) were identified in questions: 

43, 44, 46* (0 = score of 3) 

UFD/RMs: Training needs (ie scores >0) were identified for all 9 of the skills (Column 5,
Rows A-K) under Legal. The greatest needs (scores 2) were identified in questions: 
42*, 43, 44*, 46*, 47* (* = score of 3) 

UFD/PAMs: Training needs (ie scores > 0) were identified for all 9 of the skills (Column 5,Rows A-K) under Legal. The greatest needs (scores a 2) were identified in questions: 

42, 43, 44, 46*, 47* (0 = score of 3) 

e. Policies and Procedures Knowledge
 

UNP: Training needs (ie scores >0) were identified for all 10 skills (Column 6, Rows A-K)
under Policies and Procedures. The greatest needs (scores >2) were identified in questions:
 
49*, 50*, 53*, 54*, 55*, 56", 58* 
 (* -score of 3) 
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UGD: Training needs (ie scores >0) were identified for all 10 skills (Column 6, Rows A-K)under Policies and Procedures. The greatest needs (scores a2) were identified in questions: 
49*, 50", 53*, 54*, 55*, 56*, 58* (* = score of 3) 

UFD/RMs: Training needs (ie scores >0) were identified for all 10 skills (Column 6, Rows A-K) under Policies and Procedures. The greatest needs (scores _-2) were identified in questions: 
49*, 50*, 534, 54*, 55*, 56*, 57, 58* (* = score of 3) 
UFD/PAMs: Training needs (iescores > 0) were identified for all 10 skills (Column 6, Rows 
A-K) under Policies and Procedures. The greatest needs (scores 2)were identified in questions: 

49, 50*, 53, 54*, 55*, 56*, 57, 58* (0 = score of 3) 

f. Financial Knowledge 

UNP: Training needs (ie scores >0) were identified for all 6 skills (Column 7, Rows A-K)
under Financial/accounting. The greatest needs (scores a2) were identified in questions: 
62*, 63 (* = score of 3) 

UGD: Training needs (ie scores >0) were identified for all 6 skills (Column 7, Rows A-K)
under Financial/accounting. The greatest needs (scores a 2) were 	identified in questions: 
62* (0= score of 3) 
UFD/RMs: Training needs (iescores > 0) were identified for all 6 skills (Column 7, Rows A-K) 
under Financial/accounting. The greatest needs (scores !2) were identified in questions: 

62*, 63 (* = score of 3) 

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

60, 62, 63 

2.3.5.3 	 Riomes 

The PARCS project also recorded 	 information on biomes. In Uganda respondents weremanaging 	savannah, dry forest, moikt forest, and montane protected areas. 

2.3.6 	 Validation Analysis of Social & Mental Skills 

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

Validation analyses were also 	carried out on 'Mental and Social' skills (columns 8-14 of thequestionnaire) 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 questionwas required for his/her job as aPAM or RM. If the percentage agreement between PARCS andPAMs (or RMs) for 'Yes' responses was > 70% then the 'Mental and Social' skills componentof the PARCS job description for PAMs was considered validated.
 

The scores for this were: UNP 
 90% 
UGD 89% 
UFD/RM 92% 
UFD/PAM 99% 
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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 Uganda. 

2.3.6.2 'No' Response by PAMs and Asst PAMs 

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

B 13 - writing specification orders and instructions io a third party (UNP)E 11 - balancing and evaluating needs of the involved parties in spirit and letter of the law
(UNP, UGD)

F 8 - recognising the significance of physical and statistical information regarding visitor 
impact (UGD, UFD/RMs)

F 11 - evaluating options and selecting courses of action regarding visitor services (UGD,
UFD/RMs)

1 9 - determining causes of why research programnme isnot to timetable (UNP, UFD/RMs)
Il l - evaluating the results of research and their application (UNP)
J 13 - preparing press releases (UNP) 

UNP: These results reflect a dichotomy between research and park management which is common in many protected area authorities. In the past research projects have oftenbeen carried out by people external to the wildlife authority in Uganda and have not had
direct relevance for management objectives. Although the Uganda Institute of Ecologyhas a mandate to orientate research activities undertaken to the needs of protected areaplanning and management for UNP this has yet to become as wide ranging in scope as
isneeded. Clearly some wardens do not yet feel that they have arole in accessing and
interpreting the information generated from research projects. 

UFD/ The FD/RMs also listed several other questions pertaining to 'ensuring optimum levelsRMs: of visitor satisfaction' (F9, FIO, F14). Clearly this main division of the job is not one
relevant to the District Forest Officers. 

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

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

Respondents provided data for their current mental and social skills level: I =none, 2=poor,
3=satisfactory and 4=good. The data for values of I and 2 vere analysed to look at where low
skills exist and the results are presented in Table 6. 

Table 6, Percentage of times a response of I or 2 was given for each skill 

1UNP UGD UFD/R UFD/P
S_k _ n=18 n=15 n=38 n=6 
Comprehension 27 15 33 47 
Problem Analysis 37 25 41 50 
Creativity 37 15 46 55 
Evaluation 38 15 37 46 

Oral 22 8 18 35
Written 44 18 31 63 
Working with Others 26 3015 55 
-' al sample: n=82 (UNP=23 JGD=21, t FD=3[8) ... 
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1 2 3UNP: Written Skills Evaluation Problem Analysis and CreativityUGD: Problem Analysis Written Skills All others except oral
UFD/RMs: Creativity Problem Analysis Evaluation
UFD/PAMs: Written Skills Creativity and Problem Analysis

Working with Others 

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

2.3.7.2 The data was analysed by main divisions of the job. The results are presented in Table 7. 

Table 7. Percentage of time a response of I or 2 was given for each main division of the job. 

Skill UNP UGDn=18 n=15 Un=38/R UFD/Pn=6 

A = Staffing 24 6 11 33 
B = Infrastructure 32 17 32 52 
C = Finance/accounts 35 22 33 33 
D = Tactical plans 33 20 29 21 
E = Laws and Regulations 37 13 33 57 
F = Visitors 39 22 51 79 
G - Interventions 46 20 40 50 
H = Community Conservation 31 21 34 47 
1 = Research 34 18 57 75 
J = ublic relations 26 iI 29 50 
K = Rsource conservation 22 7 26 43 

oral sample: n=82 (UNP=23, UGD=21, UFD=318 

1
UNP: Interventions 
UGD: Visitors and 

Finance/accounts
UFD/RMs: Research 
UFD/PAMs: Visitors 

2 3
Visitors Laws and Regulations
Community conservation Tactical plans and 

Interventions
Visitors Interventions 
Research Laws and Regulations 

4 
Finance/accounts 

Community conservation 
Infrastructure 

(Please note that UFD/RMs had prevously indicated (2.3.6.2) that Visitor Services were notappropriate to their jobs and so this should be borne in mind when reviewing the results 
presented here.)
 

The findings here are broadly consistent with the training needs which emerged when knowledge
competencies were examined. Ugandan PAMs once 
again indicate that they need skills in'ensuring optimum visitor satisfaction'. The Forest Department staff indicate the need for skillsin research. The PAMs in the UGD and UFD ie those who work most closely with local 
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communities indicat training needs in community conservation. Interventions also feature inUNP, UGD and UFD/RMs responses. In most cases proteced area managers must understand
the need for an intervention and the factors to roi sider in making the decision to intervene draw 
upon mental and social skills. 

2.3.8 Analysis of Attitudes 

2.3.8.1 Aside from possessing technical skills and knowledge, PAMs must develop leadership qualities
which encourage subordinates to consider seriously their roles on protected areaown 
management; team building is an important component of a PAMs responsibility. To discover
how PAMs tackled the issue of instilling appropriate attitudes towards conservation in their staff,
they 	were asked to indicate what methods they use, or would use to instil: 

a. 	 Work ethics 
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 thequestionnaire required written responses. The PAMs responses were analysed on the basis oftheir years of experience in protected area management. A list of typical responses from acrossthe whole PARCS project was drawn up and given a reference number (see annex 6). Individual responses were categorised by these number and those given for the various groups in Uganda 
are listed below. 

a 	 Methods to Instil Work Ethics 

A I 	Referring staff regularly to administrative orders or codes of work conduct and 
behaviour in staff meetings/seminars (UNP, UGD, UFD/RMs, UFD/PAMs) 

A 2 	Showing hard work and dedication through example (UNP, UGD, UFD/RMs,
UFD/PAMs) 

A 3 	Ensuring objectives of the organisation are explained to staff (UNP, UFD/PAMs) 
A 4 	 Acknowledging good work in others while positively criticising bad work (UNP, 

UGD, UFD/RMs, UFD/PAMs) 

A 5 	Showing tolerance to others' point of view (UNP, UGD, UFD/RMs, UFD/PAMs) 

A 6 	 Showing understanding when taking disciplinary measures (UNP, UGD, UFD/RMs,
UFD/PAMs) 

A 7 	 Providing attentive supervision to staff's work, especially when new responsibilities 
are given (UNP, UGD, UFD/RMs) 

A 8 	 Developing performance appraisal schemes (UNP, UGD, UFD/RMs, UFD/PAMs) 

A 9 	 Encouraging subordinate staff to participate in programme formulation (UGD,
UFD/PAMs) 

AI0 	Cultivating good working relaitonships which creates rapport for instruction (UNP,
UGD, UFD/RMs) 

All 	 Ensure that staff are suitably equipped as regards their training and tools needed to
perform efficiently (UNP, UGD, UFD/RMs, UFD/PAMs) 
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c 

A12 Never criticise organisation openly (UNP) 

b Methods to Instil Commitment to Conservation 

B I Showing dedication to national, regional and local conservation objectives (UNP,
UGD, UFD/RMs, UFD/PAMs) 

B 2 Explaining to staff the value of conservation by conducting regular in-service refresher courses on conservation ethics (UNP, UGD, UFD/RMs, UFD/PAMs) 

B 3 Demonstrating the importance of conservation to human needs (UNP, UGD, 
UFD/RMs, UFD/PAMs) 

B 4 	 Becoming involved in extension conservation activities, especially school
groups/wildlfie clubs (UNP, UGD, UFD/RMs, UFD/PAMs) 

B 5 	 Participating in the design, implementation and analysis of effective law enforcement 
programmes (UGD, UFD/RMs, UFD/PAMs) 

B 6 	 Teaching protected area management that fuly covers conservation concept (UGD,
UFD/RMs) 

B 7 	 Discuragement of activities contrary to ethics of conservation (eg off road drivig,
killing animals, animal disturbance) (UNP, UGD) 

B 8 Providing incentives for conservation staff especially the wardens who are lowly paid
for outstanding performance etc so as to motivate them (UNP, UGD, UFD/RMs) 

B 9 Teaching costs and benefits of conservation (UNP, UGD, UFD/RMs) 

BIO Studying past conservation efforts and plans and learning from experiences of others 
and causes of their successes and failures (UFD/PAMs) 

BI 1 Providing necessary work tools (UNP, UGD, UFD/RMs)
 

B13 Researching continually on animal population, behaviour and habitat 
 (UGD) 

B 14 	 Regulating and controlling exports and imports of scheduled and non-scheduled 
animals (UGD) 

Methods to Instil Healthy Attitudes to Adjacent Communities 

C 1 Accepting the validity of community participation in protected area management
(UNP, UGD, UFD/RMs, UFD/PAMs) 

C 2 Listening to and demonstrating willingness to understand community problems (UNP,
UGD, UFD/RMs, UFD/PAMs) 

C 3 Instructing stat' on the value of harmonious relations with adjacent communities to the
conservation objectives of protected areas (UNP, UGD) 

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

C 5 Taking opportunities to provide employment for local communities as appropriate tothe conservation objectives of the protected area (UNP, UGD, UFD/RMs, 
UFD/PAMs) 
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2.3.8.2 

2.3.9 

Table 8: 

2.3.10 

Table 9: 

2.3.11 

C 6 Maintaining dialogue with local comnmunities, and getting staff involved in keepingcommunities up to date with conservation developments in the area (UNP, UGD,
UFD/RMs, UFD/PAMs) 

C 7 Seeking ways in which tangible benefits can accrue to communities withoutjeopardising the area's conservation objectives (UNP, UGD, UFD/RMs,
UFD/PAMs) 

Uganda provided a wide array of responses - the most extensive in the whole PARCS survey.This demonstrates a good understanding amongst Ugandan protected area managers of how toinspire positive attitudes in staff under their supervision. Interestingly the analysis of the rangesof responses by length of service did not reveal any major differences. 

Language Skills of PAMs and Asst PAMs 

Language Skills of Respondents expressed as percentages 

Organisation/Department n Y N B 
UNP 18 61 28 11 
UGD 15 60 40 -
UFD/R 28 71 25 4 
UFD/P 6 50 50 

lotal sample: n=82 (UNP=23; UITD-2 ! FD=38 " 
 "
 

The ability to communicate effectively with community leaders is seen by PARCS as animportant asset for PAM,; to have. At least 50% of the respondents spoke a language understoodby adjacent communities and up to 71 % of UFD/RMs did.reflects the fact that Buganda and English are widely spoken 
These high figures most likely 

- they may not reflect accuratelywhether wardens are able to speak the primary language spoken by local communities but it doesat least show that communication can be established. The 'no' responses probably reflect PAMswho have responded with reference to the vernacular language of local communities. 

Computer Skills 

Respondents computer use and skills 

1Organisation/Department nr1N J B WP AC DA 

UNP 18 28 61 11 ** * 
UGD 15 27 67 7 ** 

SUFD/R 28 - 100 _ 

UFD/P 6 33 50 17 * 
Fotal sample: n= 82(N= 

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. 
Training Needs Identified by Respondents 

Respondents were asked to identify their three greatest training needs 
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Table 10: Training Priorities Identified by Respondents (PARCS No. 2.3.11) - UNP 
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Table 10: Training Priorities Idntifled by Respondents (PARCS No. 2.3.11) - UGD 
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Table 10: Training Priorities Idntified by Respondents (PARCS No. 2.3.11) - UFD/R 
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Table 10: Training Priorities Identified by Respondent (PARCS No. 2.3.11) - UFDIP 
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2.3.11.1 	 These tables shows that the main competencies where PAMs and RMs cited their training needs 
were: 

UNP UGD UFD/R UFD/P
 
Planning Planning Management Management
 
Management Technical Planning Technical
 
Technical Pol. & Proc. Legal Planning
 
Legal Finance/acct. Technical Legal
 
Finance/acct. Finance/acct.
 

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 all four groups. 

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 
(particularly by the UFD/RMs) as a necessary skill. This confirms the perceptions of the FODs 
and the Field Associates (2.3.5.1) that these skills are needed. The fact tha: this did not emerge 
in the 'gap analysis' as a major training need indicates that PAMs feel they already have some 
skills in this area and only have small training needs. 

It is interesting to note that no respondents perceived that they needed training in any mental or 
social skill, despite quite large needs being shown by the 'gap anl!yis'. 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. 

2.3.11.2 	 The main divisions of the job cited were: 

UNP 	 UGD 
Community conservation Community conservation
 
Visitor services Research
 
Finance/accounts. Staffing 

UFD/RMs 	 UFD/PAMs 
Community conservation Public relations
 
Research Resource conservation
 
Resource conservation Community conservation & staffing 

The above 	lists acknowledge the changing role of a warden by citing community conservation, 
visitor services and public relations as the main divisions of the job where wardens would like 
further training. An additional interpretation of this result it that these three main divisions of 
the job are also those that wardens confront on a daily basis and need to make decisions on, often 
without recourse to headquarters. However, wardens continue to recognise the need to be 
conversant 	and up-to-date with resource conservation, which after all is the primary purpose for 
the establishment of the protected areas under their care and see research as a means of 
increasing their knowledge of resource conservation. 

2.3.12 	 Trainiag Received 

2.3.12.1 	 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: 

* 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) 
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2.3.12 

Table 13: 

Training Received 
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- UFD/RTable 13: Training Received (PARCS No. 2.3.12) 

TYPES OF TRAINING 
(Dot iftraining has occurred)Competencies 

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

(a) 3 	 • • • 

4 __ _ _ _ _ _ 

Knowledge 5 0 0 • 

6 0 

o 	 07 

08 	 0 
(b) 

0a a10 	 0 

Mental and	 ______ 

Social Skills _11 

12 0 0 • 

13 0 0 6 

•

14 	 0 

1 
(c) 	 15 

•
16Attitudes 	 o 

•
17 0_ 

otal sample: n= 

Table 13: Training Received (PARCS No. 2.3.12) UFD/P 

TYPES OF TRAINING 
Competencles (Dot IftraininV has occurred) 

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

2 •
 

00(a) 	 3 0 

664 S 

Knowledge 5 0 0• 	 • 

0
6 •0 

S0S7 
-8 [ 

(b) 	 8 0 0 0 

10 0 0 0 

and 
Mental 0 

I1 0 	 _ 6 
Social Skills 

0 612 0 	 0 

6 0 013 0 

0 014 0 6 

(c) 	 i54I 

16Attitudes 
17
 

& PAMs combined:otal sample: n=T Asst 4S 

41 



PAMs and RMs in Uganda have received training in several ways. The only major differences 
in the tables is in the perception of how different types of training have, or have not, lead to 
instiling certain attitudes. 

2.3.12.2 Years since Formal Wildlife Training Received. 

_UNP UGD UFD/R UFD/P 
0-2 63% 21% 5% 33% 
3-5 19% 43% 

6-10 13% 14%7% 67% 
> 10 - 19% 55% 
'no date' 5% 10% 26% 

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

2.3.12.3 Formal Training Received that is Relevant to Job of PAM and RM 

The following formal training as listed training that had been received that was relevant to the 
job of PAM or UFD/RM. 

Type of training Institute of training 

BSc in Forestry Makerere University - Uganda 

BSc in Wildlife Management Unspecified - United Kingdom 

MSc in Environment and Natural Resources Makerere University - Uganda 
BSc in Botany and Zoology Makerere University - Uganda 

MSc Unspecified - United Kindgom 

Diploma in Political Education Makerere University - Uganda 

Postgraduate studies in Management of Makerere University - Uganda
Wood Industries 

Diploma in Accountancy Uganda Commercial College - Uganda 

Diploma in Wildlife Management Mweka Wildlife College - Tanzania 

Certificate in Wildlife Management Mweka Wildlife College - Tanzania 

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 skill development are likely to change. The results for each group 
are presented inFigure 3.
 

Formal wildlife/forestry training emerges as the most important for most competencies (some
exceptions are found in attitudes (columns 15,16,17) for all PAMs irrespective of how long they
have been working as protected area managers. One UNP PAM (I-Syrs) cited in- service
training as important. Many PAMs have been working with projects funded by conservation 
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organisations within their respective protected areas and these projects have provided funding forin-service training. This is clearly deemed more useful than on-the-job training which is notmentioned by these UNP PAMs. On- the-job training has been important for UGD staff (610yrs), UFD/RMs (6-10 and > 10yrs) and UFD/PAMs (1-5, 6-10 yrs). What is particularlyinteresting is to what extent on-the-job training contributes to the acquisition of mental and social
skills in the long-serving UFD RMs. 

In some cases it might be possible to structure on-the-job training into an in-service trainingprogramme using experienced PAMs to act as mentors to younger staff members. PAMs could
receive training in how to under take in-service courses at field level. 

The pattern of most useful training for the long-term employees, who have presumably risen tosenior positions, is somewhat different. Although on-the-job training features to some extent(with the exception of the UFD/RMs), formal wildlife/forestry 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/RMs are having to drawupon formal wildli' knowledge learnt many years ago. Perhaps an in-service training
programme could meet this need? 
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SECTION 3 

TRAINING OPPORTUNITIES ASSESSMENT 

3.1 	 Methods 

3.1.1 	 Adetailed opportunities assessment was not undertaken. Participants at the joint UNP/UGD/UFDworkshop in March 1993 were in aasked plenary discussion to suggest relevant trainingopportunities which could be used in the development of in-service training short courses. 
3.1.2 	 The PARCS RM met staff at the Makerere University Institute of Enviroment and NaturalResources (MUIENR) in January 1993 to discuss the MSc course which is presently run, and todiscuss the possibility of developing short technical courses. 

3.2 	 Findings 

3.2.1 The suggestions for training opportunities from the workshop participants are listed below and 
divided into the categories in the questionnaire. 

TECHNICAL 
* MUIENR: MSc course, seminars, workshops, inventory work* Makerere University Biological Field Station (MUFBS): research techniques, training (shortcourses), education site and expertise

" Uganda Institute of Ecology: research and monitoring
* Institute of Tropical Forestry and Conservation: research techniques* Makerere University Dept. of Agriculture: diploma in extension education* Ministry of Health: short courses in participatory extension methodologies* Nsamizi Institute for Social Development: community development
• Veterinary Training Institute: animal diseases
" Fisheries Training Institute: aquatic reserves and those with lakes

* 
 Namolunge Research Institute: range management

" District Farm Institutes:
 
* Soroti Flying School: pilot licence
 
" Uganda Polytechnic: basic engineering

* Nyabyeya 	Forestry College: paramilitary training
* Hotel Management and Catering College: tour guiding etc.

* 
 Survey Training School: surveying, mapping
* Nurses Training Institute: first aid 

MANAGEMENT
 
* Management Training and Advisory Centre: personnel management, computer skills" Uganda Management Institute: communication, personnel management, project design,report writing, strategic planning
" Computer consulting companies: computer use and systems* Commercial business institutions: correspondence courses
* Institute of Teachers Education: training trainers 

LEGAL
* Law Development Centre: diploma in environmental law, prosecuting skills* Police Trainig College: prosecution, investigation and law enforcement 

3.2.2 MUIENR staff expressed an interest in being involved in developing short courses for in-servicetraining, but mentioned that at present the Institute is involved in many activities placing heavydemands on its few staff members. MUIENR offers a two-year masters programme which hasa core course and optional courses in the physical environment and its management or biological 
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and human environments. The degree includes a requirement to undertake six months of fieldwork and the preparation of a dissertation. The MSc is relevant to wardens as it puts protectedarea management into context with the broader issues of the management of natural resources.To date only Ugandan students have attended the course, although it is open to non- Ugandans 
as well. 

3.2.3 The Tropical Biology Association in association with the Makerere University Biological FieldStation plans to establish annual field courses in tropical biology (covering topical areas ofecology, conservation biology, and resource management, integrated 	with project work) for acombination of European and host-continent students which will be taught by a combination ofacademics from European and African countries. The aims of the courses include the transferof expertise and technology; the establishment of effective links between universities in Europeand Africa; and the support and development of tropical biology within Europe. Initial fundinghas been secured and at least two courses (4-5 weeks long) will be taught each year from 1994
1996. 

3.2.4 One of the major outcomes of the National Environmental Action Plan will be the establishmentof the National Environmental Management Agency and its deployment of District EnvironmentOfficers (DEO) in every district. This new structure isbeing established in an effort to devolvenatural resource management to the districts. An extensive training programme to orientate newDEOs is planned and there may be opportunities for protected area managers to participate insome of the proposed training activities. 
3.2.5 	 A regional biodiversity project funded under the Gloual Environment Facility (GEF) iscurrentlyunderway and Uganda is a participating country. Projects are being developed to supportMUIENR, UIE and the Forestry Department with training initiatives. 
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SECTION 4
 

DISCUSSION and RECOMMENDATIONS
 

4.1 What are the responsibilities of a PAM? Are these responsibilities universally recognised? 
4.1.1 There appeared to be an implicit understanding of the role of a PAM within UNP, UGD andUFD although only UNP had job descriptions available. UNP and UGD staff felt that thePARCS questionnaire accurately reflected the responsibilities of a warden, but had not seen theseall these responsibilities presented before. Some UGD and UFD staff are based outside ofprotected areas and therefore some of the main divisions of the job were not entirely appropriate

for these respondents. 

4.1.2 With the proposed merger of UNP and UGD there will be a need to define the role of PAMswithin the new organisation and this should result in the development of detailed job descriptionsfor wardens and their reporting responsibilities should become more clearly defined. 

4.2 What are the constraints on meeting these responsiblitles? Where does training fit in? 
4.2. 1 Discussions with UNP, UGD and UFD PAMs indicate that the main constraints to meeting theresponsibilities of managing a protected area are the limited funds for operational activities, lowsalaries and staff support, the existing laws and legal system and political pressure at a locallevel. The capacity of the protected area authorities is currently being built up, with assistancefrom external donors, and slowly some of these constraints are being addressed. 
4.2.2 PAMs also recognise that they need broader skills in some areas, like planning and management,to perform their roles better, but training for these skills is not provided. Many PAMs statedthat they had no access to publications or other training materials and felt that if these wereprovided PAMs could increase their knowledge skills and remain interested and motivated about

their professions. 

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

4.3.1 The results in 2.3.5 show that PAMs do have training needs and that they recognise this. PAMsin all three organisations recognise that they have significant training needs across several areasbut overall the UGD shows the highest training needs. 

4.3.2 PAMs in all organisations have technical knowledge training needs, but this was greatest withinUFD and reflects the new emphasis on conservation and sustainable utilisation of forests. TheUFD in-service training programme is working to redress these needs. 
4.3.4 The survey in Uganda shows clearly the need to expand upon the formal training received byPAMs and provide practical training in several areas most notably planning, policies andprocedures and legal knowledge. In keeping with the current emphasis of involving localcommunity participation in protected area management Ugandan PAMs also need training in thedesign and implementation of community conservation programmes. 

4.3.5 Many of the PAMs in Uganda are graduates or diploma holders. Uganda places a strongemphasis on 'paper qualifications' and has a significant proportion of PAMs with post-graduatedegrees. There is a strong sense amongst serving officers that they want to continue to acquireskills and whilst many would like the opportunity to continue their formal education, they dorecognise that many of the skills needed could be best taught through short courses. Many 
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expressed a wish for a system which recognised and credited attendance on short courses with 
respect to salary increases or promotion. 

4.3.6 	 When looking at mental and social skills, written skills, creativity, problem analysis and
evaluation emerge as needing strengthening - although none of these were listed as training
priorities by PAMs. When asked list methods of instilling work ethics,to commitment toconservation and healthy attitudes to local communities, Ugandan PAMs listed a broad spectrum
of activities. 

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

4.4.1 	 PAMs in Uganda recognise that the formal training they have received is useful. Many PAMs 
are graduates of Makerere University and the active involvement of university faculty in researchand conservation within Uganda increases the relevance of the degrees conferred. However onceplaced in field-based jobs many PAMs understand the need for skills in areas like planning,management and community conservation. Formal training was cited the mostas usefulirrespective of how loig a PAM/RM had been serving. This finding has implications for theneed for refresher courses - PAMs and RMs are having to draw upon formal wildlife traininglearnt many years ago. Would this result have been different if an in- service trainingprogramme had been in place? 

4.4.2 	 Ugandan PAMs had only had limited experience with in-service training, despite this it was feltto be an appropriate method of gaining practical skills Ps well as filling knowledge gaps. PAMsfelt that study tours and staff exchanges were good methods for learning and understanding someof the broader issues related to natural resoruce conservation. PAMs cautioned however thatthey felt attending workshops/seminars did not in and of itself make a good manager, and thattraining opportunities which were offered needed to be carefully tailored and structured in asequential programme to ensure that skills learned could be built upon in a logical manner. 

4.4.3 	 Many PAMs expressed the sentiment that many training opportunities were donor driven (ie
supported 	by donor-funded projects) and were perhaps not always 	 in the areas where prioritytraining needs existed. In addition the momentum for training was often lost once a project
finished because the rationale for, and development of, a training plan had not been fullyembraced by the protected area authority. This has been a common finding in the overallPARCS project and further reinforces the need for protected area authorities to take the initiativeand develop comprehensive training plans which can then be used to lobby for donor support. 

4.5 	 Assessments of Field Operations Directors 

4.5.1 Field Operations Directors generally felt that their respective organisations had training needs andthat all staff would benefit from some sort of continued training through their careerdevelopment. In UNP where many wardens have received formal tiaJning the FOD felt thattraining was needed in the areas of administration, financial management and planning. TheUGD FOD felt that formal technical training was still very much needed by UGD staff whogenerally had received less than UNP staff. The UFD FOD felt that knowledge in policies andprocedures, financial management were needed in addition to technical knowledge. 

4.5.2 	 The UNP FOD identified the following areas as training needs at the FOD level: hur,,n resource
development, planning skills and developing a community conservation programme. 

4.6 	 What further training is required? 

4.6.1 The key areas where training needs have been identified are outlined in 2.3 4 above. Whilst the
training needs of the three organisations show differences there are some common areas. PAMs 
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from all three organisations listed planning, management, technical, finance/accounting and legalknowledge 	as the skills they perceive they need to develop further. When considering mair,divisions of the job community conservation was the only area which all 	groups cited, butresource conservation and research were cited by at least two sets of respondents. 
4.6.2 It m-y therefore be possible to develop some short courses which are applicable to several groupsand this has implications for planning in-country training as well as the need for liaison betweenorganisations in the design and timetabling of a training plan. 
4.6.3 UGD staff expressed 'he fact that they had constraints in getting access to training as everythinghad to be routed through government channels, as opposed to UNP staff where permission to beallowed to 	attend training courses was more easily obtained. With the establishment of the newNational Parks and Wildlife Service as a parastatal this will no longer be a constraint. 

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

4.7.1 As Section 3 demonstrates there are several training opportunities which could be utilised to meetUgandan PAM training needs. In discussions after tie workshops many participants expressedthe view that Uganda has training capability, what is needed are funds to develop specific coursesand to sponsor PAMs attendance. It was recognised that this should be done within an overalltraining plan for each organisation and that emphasis should be placed on deploying staff intopositions which can build on and develop newly acquired skills. 
4.7.2 PAMs recognised that experienced colleagues had much to offer and should be used as resourcepeople for training courses in addition to traditional trainers. The recent development of thecertificate 	course at Lake Katwe was testament to this. The need to train trainers was raisedseveral times as an important area which is currently neglected. How can wildlife managerslearn to become trainers? This is a problem which is not restricted to Uganda, and could besomething PARCS should address in a pan-African context. 
4.7.3 	 There are several 	large donor-funded projects underway in Uganda supportiitg protected areasand/or the authorities. Whilst most of these place a strong emphasis on on-the-job training asa means of skills transfer and have specific training components, there could be opportunities toexpose a 	broader range of people to the strategies and methods being employed. PAMsexpressed an interest in learning more about the planning and implementation of such projects. 

4.8 	 Are there other appropriate training opportunities that have not been utilised? 
4.8.1 	 There were several training opportunities in the list suggested by the workshop participants,which have not been used by the protected area authorities in developing training programmes.Some organisations may offer short courses which are already suitable/useful for PAMs and somemay be able to develop tailor made courses. This would need further research and should bedone as part of the development of a training plan. 

4.9 What sort of training should be recommended? 

4.9.1 	 The establishment of the new Uganda National Parks and Wildlife Service and the deploymentof an Assistant Director to be responsible for training, presents an excellent opportunity to planand develop an integrated training programme, using formal and in- service training opportunitiesto maximum effect. The on-going in- service training within the Forestry Department, and thesimilarity 	 of many training needs in both organisations would also allow the potential forintegrating 	training across the two authorities. 
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4.9.2 In addition the development of a training plan and programme would provide an opportunity toensure that the present significant support to training through donor supported projects iscoordinated and used to maximum effect during the life of these projects. This is particularlyimportant during the start-up phase of a new protected area authority. The existence of anoverall plan would allow external funds to be channelled in such a way that the concern thattraining iscurrently donor driven would be overcome. 

4.9.3 Uganda has decided to establish a Wildlife Taraining Institute to train middle level PAMs as wellas rangers. One of the main purposes for establishing the certificate course was to meet acurrentmanpower shortage but whether the demand for such training will remain at the present highlevel is not certain. Experience in other countries in Africa has shown that newly establishednational wildlife management training insititutes are often not sustainable in the long-term andrequire continuing donor support. 

4.9.4 A realistic assessment of the establishment of an institute at Lake Katwe, or the suggestedestablishment of ajoint wildlife/forestry certificate course at Nyabyeya, needs to be made. If thisresults in the decision to proceed with establishing a long-term certificate training programme,then efforts should be put into training trainers to allow them to offer a well-taught course. 
4.9.5 As the Lake Katwe wascourse taught for the first time only recently, it is likely that thecurriculum will need some review - indeed this was recommended in the external examinersreport (Foya 1993). An evaluation of the course, which includes a survey of the performanceof the January 1993 graduates, should be made and the results used to review and adapt the 

present curriculum. 

4.9.6 If the new Uganda National Parks and Wildlife Service decides to establish the Institute as itsmain training centre, t.,en efforts must be made to secure some sort of long-term funding. 
4.9.7 At present UNP and UGD send students to the College of African Wildlife Management toundertake the diploma and post- graduate diploma courses. The diploma course is likely to stillbe a useful option and provide certificate holders with the opportunity to work with PA.Ms fromother countries and to obtain an internationally racognised professional qualification. 
4.9.8 The present orientation of the post-graduate diploma towards research activities, does not reallyaddress Uganda's need to instil practical skills in its graduate wardens. These needs might be

better addressed through an in-service programme. 
4.9.9 Post-graduate studies at the Masters and r'hD level need to be carefully targetted to makemaximum use of scarce funding sources. If such degrees are undertaken within the context ofa training and manpower development plan, then concerted efforts must be made to deployreturning staff to suitable posts within the organisation. The increasing recognition for the needfor -applied research to benefit protected area management does mean that many wardens canmeet both personal objectives and the needs of their organisation when undertaking post-graduate

studies. 

4.9.10 Although there was a strong pre ferential bias towards formal training, the PAMs interviewedduring the PARCS project all recognised the great value of a well-structured in-service trainingprogramme to meet their own training needs as well as those of their organisations. They alsorecognised that these did not necessarily coincide. 
4.9. I The general consensus was that expertise exists within Uganda to develop relevant courses, butwhat was needed was the overall vision and framework t , - ablish such a progranune. Thisthinking is very much in line with the tenents of the .-iRCS project and Uganda would beexcellent country for an in-service training initiative (o be undertaken. 
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1230 Lmach 

1330 Field visit to kesiyo-Pabldl (continued) 

1900 Sapper 


Smdr b J st1900
Sm , 39th Agust 

Free d.=y(meals provided a rasal) 

b 2
 
ondy 30th Agust Convenor: Simon Grove 


0730 Breakfst 
0830 *Designing and zoning multiple-use forest reserves' (lecture.

followed by practical eercise) James- -igonzs1230 	 Lunch 
1400 
 Field visit 	 to the Bdongo Forest Project: zoological inventorytechnique - laimali.Peaul Isaiah Owtunji. Simon Grove and David 

ilrya
1900 Supper2100 Zoological inventory techniques: moth trapping (short ion to 

examins the moth trap at Nyabysy ) - David Kiirys 

Tuesday 31st August Convenor: Edward Hupada 

0730 Breakfast 
0830 'Principles of commcation and forest conservation- (lacta ad 

discussion) 	- Ed ard Iupada0930 	 *Principles extensionEdward H of and forest conservation* (lecture) 
1030 des u 

Teef 1031100 	 CommnictonSlam Grove and extension practical sessions - Edward upeda and 
1230 Lonch 

1400 	 CiuAlcation and extmsion practical sessions (continued) 
1530 	 Tea

1600 	 "Touris developmt et Nrabysyms (field discussion) - Edward 

1900 	 Supper 

y let Septtr Convenor: Kbmrd lup 
0730 breakfast 
0830 

1030 

IRC meetings and forest 
evaluation) - James utTee 

conservation' 
e 

(lecture, role-play and 

0n00 *Cm~lq
*t meetl.-s n foresterd cmrvatlan* (cotiuedi) 

1230 Lunch 
1400 
1530 
1600 

*Forest conservation dIlmma' (activities) - Samuel Airs 
Tea 
"Tins, personnel and financall mansagemnt and forest conservation,
(lecture and d1scussion) - Edward naps
Supper 

2000 *Eftects of logging on priSte In "ongol(lecture with slides) 
- Asdrear Plaitre 

Thursday 2nd Septemr Courenor: L-ebrd Mupada 

0730 Breakfast0530 *"egmaemet planning nd forest oservetion' (lecture. followed 
by workshop, discussion sad evaluation) - Edward Mupada1030 Tea
 

1100 
 "nsgeot planning and forest conervstlon' (rontiouod)
1230 Luact 
1400 *heport writing and forest conservatlon' (workshop end discussion) 

- Edward Hoped&
1500 'Preparing project proposals for forest conservation' (lecture. 

follo T wor ap) - Mmard Mpads
1530 	 fTe
1600 	 'Preparing project proposals for forest conservetion" Icuinstdl 
1900 Supper 

Friday 3rd Septmber Convenor: Slum Grove 

0730 Breakfast 
0830 Post-course esement Slm- Grove 
0930 	 Course summary (lecture) - Edward Hpeda1030 	 Tea
1100 	 Forest conervation nd the Forest Officer: where do we go fre

here? (activity nd guided discussion) - Steven alts 
123

1230 c e1400 couse eveuetion (guided dLtsmion) 
1530 Tein 
1800 Closing cery, found by dinner 

Saturday 4th Septeamer 

0730 Breakfet 
0830 Partlclpants taken to Nesadi for onward journey 



Annex 3 

Job descriptions
 

Section 5. stressed the need for detailed Jrh descriptions for Senior

Staff to plevent duplication of activities, uncertainty over

responsibilities, and efficiency In pursult of Management Actions. 
The
 
following job descriptions have been modified from existing UNP Senior
 
Staff Job descriptions.
 

Chief 	Park Warden
 

1. 	 Heads the park.
 

2. 	 Coordinates communications between park staff and DHP.
 

3. 	 Drawn up yearly work plans tor approval by DNP.
 

4. 	 Compiles the staff establishmont list for approval by DNP.
 
in line with the Management Plan.
 

5. 	 Recruits and dismisses Junior Staff in the park.
 

6. 	 Allocates duties to Section Heads.
 

7. 	 Visits ranger posts, gates and the entire park at least
 
once a month.
 

8. 	 Heads law enforcement initiatives.
 

9. 	 Compiles monthly roports for DNP.
 

10. 	 Acts as the key signatory to the park's Bank Account and is
 
responsible for financial accountability through:
 

a) monthly cash returns to head quarters;
 

b) national provident fund returns to the District Social
 
Security Fund.
 

II. 	Handles Workmaen's Compensation cases with the District
 
Labour Officer.
 

12. 	 Ensures that visitor facilities are clean and operational.
 

13. 	 Attends to the ranger field force, master parade and kit
 
Inspection.
 

14. 	 Represents UNP and LHNP at various local authority meetings

end ovents.
 

15. 	 Stock-taken at the end of every financial year.
 

16. 	 Spot-checks work plan Implementation.
 

17. 	 Makes confidential. yeasly reports on park wardens to the
 
Director, UNP.
 

IO. 	Assesses habitat and wildlife change in the park.
 

19. 	 Holds regular staff meetings.
 

20. 	 Ensures proper maintenance of equipment and facilities.
 

21. 	 Maintains discipline.
 

22. 	 Participates as member and Secretary of the Park Management
 
Advisory Committee.
 

23. 	 Oversees the activities of non-park staff (projects, NGOs).
 

24. 	 Monitore 
 development activities In neighbouring
 
comunities.
 

25. 	 Holds overall cesponsiblity for projects supported by the

Revenue Sharing Scheme; accounts for revenue to the UNP
 
Board of Trustees.
 

26. 	 Represents UNP on the District Development Committee.
 

27. 	 Carries out other duties assigned from time to time by DP. 

BEST AVAILABLE DOCUMENT 
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Ancx I 

PRO'rEC:EI) AREAS (ONSERVAIION STRA',CY (PAR(S): TRAININ( NEEDS ASSESSMENT 

Four organisations, ilie African Wildlife Foundation, Wildlife Conscrvalion lntcrnalionnl, World Wildlife Fund and the
Biodivcrsily Support Program arc working Ioge-licr on a lroject caled PARCS. One of ilic main aims of the project is in 
identify the skills rcquircd for the job of protected arca manager and to assess the training needs. 
To achieve this we have developed a chart of the typical skills (competcncics) required to do the job of protected area 

manager. We would like you to assist us by doing two uhing,;: 

* 	 to check the appropriatencss of the chart to your job 

* 	 to assess your current skill level for each component of the chart 

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

The attached chart has 17 columns and 12 rows. 

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

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

* 	 The first column shows 'accountabilitics and responsibilitics' associalctd with each division A-K. Please add any further 
accountabilities and responsibilities specific to your job by wriliug in the relevant compartment. 

* 	 Columns 2-17 show the compelencics 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 arc blank. These do not need to be filled in.
 

KNOWLEDGE (columns 2-7)
 

Knowledge has been grouped into four levels: 

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

non-routine situations 

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

We would like you to go down each column 2-7 and fill in the boxes.
 
In the left hand box put the number which corresponds to your view of the level of knowledge needed to do the job
 

successfully. 

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

eg. in E5: 

In-depth knowledge of relevant laws 
and regulalions cg. irearins, arrcst. 
chaiging and louno rights 

Such an answer shows us that the person coml!cling the questionnaire agrccs that in-depth knowlcdgc is nccded (4 in the 
left hand box). By putting 3 in the right hand box the respondent has identified a training need. 

When you come to the bottom of each column please complete the compartment (I.) by showing which form of training
has contributed most to your knowledge of Ihe subject in the column. These categories could include: Formal wildlife 
training institutions (please specify with dates), ()hcr training opportunities (cg. workshops, seminars), In-servicc formal 
training (organised by your department), On-thc-job training (skills learnt whilst doing your job). 

PST AVA!I.ABLE DOCUMENT 017
 



MENTAL AND SOCIAL SKlI.S (columns 8-.14) 

Mental and social skills have hccn groupcd into four levels: 

I. None 
2. rour 
3. Satisfaclory 
4. (ood 

We would like you to go down each column 8.14 nod lilt in thc boxes. 

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

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

eg. in F9: 

determining true causes o visitor 
dissatisfaction & behaviour ON 

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

When you come to the bottom of each column please complete the compartment by showing which forms of training have
contributed most to your skills in the subject of the column. Use the categories 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. 

Ifyou do not understand any of the questions In this quellonnaire please leave the boxes empty and move onto the next 
question. 

In order for you to keep a record of your completed questionnaires we are providing two copies of each section and a sheet 
of carbon paper. The WHITE sheets (numbers I, 2, 3 & 4) are to be returned after completion. You may keep all of the 
COLOURED sheets. Once you have completed the queglionnaire please carefully tear off the four white sheets and return 
them in the enclosed addressed envelope. 

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

Blodiversity 
AWF- Support 

WWF Program 
Annex I Page 2 
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_______________________________________ 

KNo"lMain Divisinns of the b I. Arrnuntahlllly and Reriintilillileq . .Fl l;E 

________________________ 	 2. lehncl OvIldlrifTrmlem) 

A 	 Insurc availabilily of a 
comretcnt and well-
molIvated ulafi 

n 	 lMriure Appropriate
Infrsta withinruc ure 
hudge t 

C f'.nsurc financial and 
occountinR Integrity oif the 
proteclcd afea 

I)F.nsure devetlo men and 
achievemenl tactical 
plans and hudgels and 
conlrthute Ioprotected 
area strategic plannlng 

E s.nsurethat al activities 
within the protected sren 
cornpty with laws an 
regutalatina 

F 	 Esure optilmum levels of 
vistor stisf(ectton 

0 Scoure opted Interventlon 
(e. earlyburning, problem 
animal conlrl) 
rogrammes are completeda budget and timetables 

If Ensure harmoniousa 
relationhllmp with
nelghbounring communities 

I 	 fle aware of research 

actvtles and prog.s

against plan 

J 	 Reprtesent the protectd 

area and Its Intervals I 

public meelings 

K 	 EIsure an appropriate
balance betwecn rebource 
eonaervshion and uf In the
protected area 

* 	 Maximiin1 potnctial of nlhtioucdstall
 
csponsihc for ilenlif)ing tlinin 


Rr'x'rslhic for rcc,)rinndasihs anot
 
aj'p Iitalhn 


c 	 itccdi 

ofrijicpliniary mcahiincj 

Respt'nIIaita acd accriror-an' le for rrrninlcerirrrcc. Wrslirrgl Lnrirlt rr it nfrarucho~c. cnsitruction, 4alip,MEfIep l. reh atlt nIg n and cu rrs tr etc. I a -
Recorirending addlionAl faCItittes 

* Accountatle and responlibl for allrevenue
cnerated and diatrursemcng (eciericd firont 

headquanicr% and recelIt) 
a Responible for accura c accounling 

- Accountable for dcrenipnt (,annual plan
and budet of protecled Arca 

e 	 Responsilc for worklng milithn the agreed plan 
and budget

* 	 Identify stralegic options In (ieprotected area 
and contrlbute 1o atrategic planning 

Accountable for enforcement of law and 
regulation and ensuring safe practices
thr iulhnolthe protected area 

0 	 Responsible for ensuring that the highest levelsof viaitors' arvicco and prartlice under hll/her
jurisdiction are maintained 

e 	 Reaponsbirte for design, Iripicmcntalkin, and 
evaluallon of Intervention prr'gramnea to mect 
connervliOn orJectlvcs In the protctcc area 

a 

Re rislblc
and accnuntlile for design and 
implemnilentato aa programnic to ach-ieve
hlarmonioua relations 

i tespon~serl ommunilcsaccepbncIn bystaff of he role of hicalforfor InStlllng 

protected area niaringement 

Responslble and accountablc for ensuring that 
research programme IsImplemented according
to the protected area conseratlon r..ecti%,ca
and l ,tlates 

a 	Accountable for ensuriog that the plot ctecd 

area Isrepresented Inevery possibhle
area 
Reipomltlelc
forcensuring that the Informationavailable about the protected area Is tip to date 

a 

* Refonasie and accountable for design ant 
4memenntonresource mnnagemcn /of 

protction strategics to meet protected areacestiservarion rjectlves 
Rexponsible and Accountable for the 
preparation, approval. and Impicn natlon ora resource conservation maniagenrenl plan for the
protected area 

indepih knowlWdge of aafe practices with reapect to wildlife [ J3 
In.dcpth knowletdge of techniques r antl-licching 

In-dcpth kno ldge or visitors' expectations 
0 []


In-dcpth knowtdle, of protected area Infrastructure techniques site
 
ealln and Analy isH 
 1
 

In depth knowledge nfInteraction between tourist ard local areas
 

El El 
tn-dclph knoledgc of Intervenllo needa, techntques and implicallma
 

DE D
 

Wooitrng knowledge of extenslon methodologyE
 

Some knchslcdge of cultural and historical context for the location 
n
 
protected area	 clo ' g 

Working knmhledge of rcrearch melhodoklgies ] l]
 
Working knowledge of the roleof research In meeting conservation

nijectives 	 E ] II 

UptondAte working knowledge of all activities within the protected 
area 

0I 
In.dcpth knrsrrledge or the contest of the protected area In Iharcgior- ,.na/glal Arena 	 E] EU0 0na 

In-depth knowtIcdge of ly.ocallons, trends and requirement of
Imiportant natural and cultural resources In the procrted aresal EU $9 
IndepIh knowiedge of types, locatoo, trendhs and requlrmmen of 
threatened and endemic fauna And nora and the key species of the 
erv'rylem. 

11 []
Working knI"tedge of enrcitinmcntal Impact anlslis techniques 

Working knowedof Purveys arid monlitring techniques 0:. El1(fi n~ 1 0a1o /e11a, 	 o] o] /CCk. .m) 


1. Training received 
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Anncx 4
 

2.3.4a 	 Comments added under "Accounlability & Responsibilities" 
Uganda: Forest Department, (ame )epartment & Uganda National Parks. 

Al-Ki PARCS Ref.No: Coment added No added 

Al D71222GDUGBIO--SH- To care for their welfare and ensure their 3 

Al 
Al 

D71222GDUGBIO--SH-
D71802GDL)UG ....... . 

security at work. 
Availability at worksite and on time. 
Incharge of staff welfare 

BI D70041UPUGA072OS-O 	 Recommending sites for new design and
 
construction. 
 3
 

B1 D71222GDUGBIO-SH.. Recommend and list those to write off.
 
Bi D712226GDGBIO-SM-. Care for workers
 

CI D712226GDGBIO-SH-. Security record keeping, report looses, excess and
 
under reception. 2
 

C1 D71991UPUGA--20SO0 Second signatory to the parks bank account
 

D1 D71222GDJGBIO-.SM. Report looses
 
D D71222GDUGBIO--SM. Plan and budget flexible 2
 

El D712226GDGBIO.-SH-	 Protection and warning of visitors of law with
 
respect to environmental pollution. 1
 

F1 D72001UPUGB-200000 	 Responsible for ensuring that visitors have
 
minimum impact. 2
 

F1 D71222GDUGBIO--SH-	 Control in-flow of visitors to comply with areas
 
of interest. Out of bound zone must be enforced.
 
Stand.by and attend to visitors needs and charges.
 

GI D712226G1GBIO..SM-	 Quick action in change in programme budget and
 
time tables. I
 

HI 	 D70041UPUGAO72-S-O Responsible for conservation education programmes.

Hi D71222GDUIGBIO..SH. 	 Friendship, cultural, historical perimeter be 2
 

offered
 
Advise conservation people to participate in
 
conservation protection.
 

11 D72001UPUGB-20000 Apply research results.
 
11 D7l222UPUGBIO--SM- Explain research work in conservation. 2
 

Ji Dll222JPUGBiO-.SH. Show benefit to communities from protected area.
 
Ji 970041UPUGAO72OS-0 Accountable for representing park interest in 3
 

local community meetings.

Ji 	 D71222UPUGBIO-.SH. Defend any ill ideas about the protected area.
 

KI 	 D71222UPUGBIO. .S4. Brief public on the over use and outcomes. 1
 

2.3.4a 	 Deletions ,mder "Accountability & Responsibilities"
 

AI 	 PARCS Ref.No: Deletion No deleted
 

There were no deletions. 
 0
 

http:D71222UPUGBIO-.SH
http:Dll222JPUGBiO-.SH
http:D71222GDUIGBIO..SH
http:Stand.by
http:D71222GDJGBIO-.SM
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2.3.5.a. PAMs gap analysis relative to PARCS 2.3.5.a. PAMs gap analysis relative to RARCS.Knowledge Uganda National Parks Planning: Uganda National Parkb 
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2.3.5.a. PAMs gap analysis relative to PARCS 
Policies & Procedures. Uganaa National Paios 
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2.3.5.a. PAIvls gap analysis relative to PARCS 2.3.5.a. RAMs gap analysis relative to PARCS.Tecnnicai Knoweoage Uganaa Game Department Planning Knowleage .jganaa Game Deoarimen" 
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2.3.5.a. PAMs gap analysis relative to PARCS 
Poicies & Procedures Knoweae Uganaa Game Deoartment 
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2.3.5.a. RMs gap analysis relative to PARCS 2.3.5.a. RMs gap analysis relative to PARCS. 
Planning noweage Ugana Forest Departmen,Tecnnca Knowleage Uganaa Forest Depanmeni 
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2.3.5.a. RMs gap analysis relative to PARCS 
Policies & Proceaures Knowleage Uganaa Fores, Department 
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2.3.5.a. PAMs gap analysis relative to PARCS 
Tecnncal Knoweoge Uganaa Forest Department 
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2.3.5.a. PAMs gap analysis relative to PARCS 
Policies & Proceoures Knowledge Uganca Forest Deartmnent 
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Annex 6: AW'IThJDES 

A. INSTI.LIN(; WORK ETIICS
 

Al. rcl-crriig suit regularly to Admiiiirative Orders on L.odcs I1work LWziduCt and bichviour in stalf ineetings, sciniars.
 

A2. showing hard work and dcdcatinlithrtghexample
 

A3. 	 ensuring objectivesof theorgamisation arcexplained t,)still.
 

A4. 	 acknowledging good work in others while positively crilticisilng bad wor. 

AS. 	 showing to,:rance toothers' points of view. 

A6. 	 showing understanding when taking disciplinary measures. 

A7. providing attentive supervision Iostaff's work, especially when new respnsibilities are given.
 

AS. developing performance appraisal schemes.
 

A9. encouraging subordinate staff to paricipatc in programme formulation.
 

AI0. 	 cultivating good workirg relationships which creates rapport for initruction. 

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

efficiently.
 

A12. never crii iSCorganisation opeily.
 

A13. respect agrecments.
 

A14. giving others responsibility.
 

AIS. objectivity and justice of personnel.
 

B. 	 INSTILING COMMITMENT TO CONSERVATION 

Bl. 	 showing dedication to national. rcgioiial and local conservation objectives ir give example of commitment to conservation. 

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

B3. 	 demonstrating the importance of conservation in relation to human needs. 

B4. 	 becoming involved in extension conservation activities, especially with school groups/wildlife clubs. 

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

B6. teaching protected area management that fully covers conservation concept.
 

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

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

B9. teach cost and benefits of conservation.
 

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

B II. providing necessary working tools. 

B12. reward parks or conservation areas with outstanding conservation records. 

BI3. researching continually on animal population, behaviour and habitat. 

B14. 	 regulating and controlling exports and imports of scheduled and non-scheduled animals. 

B15. 	 delegating responsibility to others. 

B16. 	 active participation of PAM in conservation activities with regular surveillance of work carried out by staff. 

C. 	 INSTILLING HEALTHY ATTITUDES TO ADJACENT COMMUNITIES 

Cl. 	 accepting the validity oi community participation in protected area management and involving them. 

C2. 	 listening to and demonstrating willingness to understand community areas. 

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

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

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

C6. 	 maintaining dialogue with local communities, and getting staff involved in keeping communities up to date with conservationdevelopments in thearea. 

C7. 	 seeking ways in which tangible benefits can accrue to communities without Jeopardislng the area's conservation objectives. 

C8. 	 education for local communities in conservation. 

law enforcement. BEST AVAILABLE DOCUMENT 
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