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EXECUTIVE SUMMARY:

ZIMBABWE
TRAINING NEEDS AND TRAINING OPPORTUNITIES ASSESSMENTS

Introduction

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

Traditional tralning institutions and programs for PAMs in
Africa generally have not kept pace with ths 1increasing
demands cn effective protected area management. The PARCS
(Protected Area Conservation Strategy) project seeks ways to
facilitate the process of addressing training needs in
skills which PAMs themselves recognize a deficiency.

The PARCS training needs and training opportunities
assessments address two questions:

(i) What is needed in respect of PAM training to
enhance the conservation of Africa’s protect. !
areas?; and

(ii) What can be done to provide such training {o
PAMs?

A guestionnaire was designed to gather data on the skills
required for protected area management and levels of skill

PAMs currently possess. Differences betwean skills needed
for the job and those actually possessed are recognized as a
training need. Further information on training needs and

training opportunities were obtained through interviews with
PAMs and their supervisors.

Training Needs Assessment

Within the Department of National Parks & Wildlife
Management (DNPWM), initial, basic wildlife management
training is given at Mushandike College. Some formal,
wildlife institutional training is provided for gqualified
and experienced intermediate staff at Mweka College, 1in
Tanzania.



DNPWS has no "training plan"- which is designed to ensure
that all protected area management staff are trained in
fields appropriate and specific to their present
responsibilities.

Ten PAMs and two Regicnal PAMs completed guestionnaires;
interviews were also held with directorate staff at
departmental headquarters.

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

PAMs identified training needs in ths fcllowing general
areas:

. Representing th2 Protected Area and 1ts lnterests in
public meetings;

. Ensuring all activities within the Protected Area
comply with laws and regulations;

. Ensuring Optimum Levels of Visitor Satisfaction;

. Awareness of Research Activities and Progress against
Plan;

. Problem Analysis Skills;

. Written Skills;:

. Policies & Procedures Skills;

. Creativity Skills; and

5

A Training Plan is defined here as a structured program
that operates on a pre-cet timetable to ensure all protected area
management staff receive adequate and appropriate training pricr to
assuming their posts. It alsc provides professional

development and vrefresher courses regularly and monitors ana
evaluates training programs undertaken

2 The PARCS' team c=f consultants set knowledge levels based on
their own experiences in protected area management in Africa an. on
comments and opinions from both government and NGO managemenc
professionals



o Evaluation Skills.

More specifically, the following key areas cf traininc cere
identified by PAMs:

. Law & Regulations: Balancing and evaluating the needs
of involved parties.

. Research: Determining causes of why research programs
are not running to time-table; and ensuring research
reports are comprehensible to interested (public)
parties

. Public Relations: Preparing press r=leases; building
up networks of contacts and informaticn on relevant
meetings and/or =vents.

. Resourcs Management: Developing methods c¢f achie - ~a
management area cbjectives.

Constraints on PAMs meeting their job responsibkilities
include:

. the lack of a well-structured In-Service training
program that addresses the skill deficiencies
identified by both PAMs themselves and their
SUperv.isors;

. the absence of a Departmental training plan implemented
by a professional training officer; and
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FODs' training needs warese identified as in ths areas ¢ :

. Tactical and Strategic Planning in Finance;

. Staffing;

. Protected Area Management/Development;

. Staff Training and Public Kelations;

. Communication Skills;

. Understanding tnh2 Role of, and Desianing Plans for,

Research in Protected Area Management; and

. Business Administration and Law (regarding commer .l
cperaticns within Zimbabwe's Protected Areas) .

3



Many of the t -aining needs identified by FODs are similar in
scope to thos. of PAMs. However, FODs require higher iwvel
approaches to addressing their training needs in those
subjects. If there is interest and available funds, special
courses/seminars could be designed and run, witch PARCS'
assistance in Phase II, to provide some training for & 's.

Training Opportunities Assessment

Annexe 2 lists all the institutions presently (or recently)
attended by staff of DNPWM.

Other training opportunities include ‘'Financial Management’
at Public Service Training Centres in Harare and Bulawayo,

and ‘Policy & Planning’ courses at the Zimbabwe Institute
for Personnel Management (ZIPM).

The main constraint on PAMs attending these courses 1is
financial 'course fees).

A small number cf PAMs have enrolled in correspcondence

courses which allows them to continue working full-time on
their jobs while learning new skills.

Two training programs have been set up for protected area
management staff (Assistant PAMs to Regional PAMs and FODs),
one with assistance from the Canadian International
Devalopment Agency (CIDA) and the other as a joint venture
between the Zimbabwe Ministry cf Environment & Tourism (MET)
and the Ontarioc Ministry of Natural Resources (OMNR).

The CIDA project is to be a series cf ten-day, certificate
courses covering protected area administration and
managementz. The first cf these ccurses is schedulea f
October 13%3 and =ntitled "Overview cI Communlicatlons
Function in Park Management". Toplcs to be covered ar:
interpretation; tourism administraticn & public relaticns;
personnel & financial management, and conflict resolution
(e.c CAMPFIRE) .

The MET/OMNR program ccnsists of two baslic courses, one

covering natural resource economics and the other, project
appraisa.l and evaluation, for staff of MET.

-~ -

DNPWM srtaff whc have obtailned certificates in these two
courses include thres ecolcogists and five Regioiali PAMs.

Recommendations

There are a number »f possibilities fcr addressing the -eeds
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of PAMs in areas identified by the PARCS project and DN WM.
They fall into two of the four basic types of training
opportunity described in the guestionnaire: (i) In-Service
training and (iv) On-the-Job training.

In-Service Training

Greater attention could be paid to the role of In-Serv-ze
training as a means of addressing the training needs c. PAMs
identified i this report. With Mushandike College about to
play a much more important role in staff training, some
thought should be given tc developing and incorporating
courses into the new curriculum that specifically address
training n=eds identified by PAMs in this reporz. Course
topics wcula be based on the ‘Gap Analysis’ as well as other
needs deemed important by DNPWM.

t and available funding, PARCS’

a training program could consist of
in preparing a svllabus and materials
- .

loping a courss schedule that would f£l:
cr

To undertaks effective In-Service training, DNPWM must know
what skills it requires of its protected area management
staff, not only in general terms, but specifically for
particular problems related to given protected areas and
their environs. The principles of fire-management,
population monitoring, culling, etc. are broad-based and
widely applicable, kuat for specific situations in Zimbabwe
there ic the need for specialized knowledge of local
conditions under which those broad-based principl=scs operate.

The accumulated wealth cf knowledgs (vears cf expsrisnce,
on-the-job training, attendance at national and
international conferences) possessed by senicr members of

DNPWM stafi ought to be tapped.

What this present trainirng needs assessment has dons, by
involving PAMs in determining their own training needs, is
highlight the relative simplicity with which areas of
weakness can be strengthened.

All PAMs felt not enough attention has been paid t

S
imprcving job skills through In-Service Training, yst ic is
probably In-s-_vice Training that is best suited zc tackle
the issues.

Even 1I DNPW. does nct have in-house expert .se tC desiagn and
implement an In-Service training program for PAMs, it is
certainly aware of those areas in which its staff needs

5
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improved skill development. In addition, the DNPWM aoces
have a pool cf resources (long-serving, experienced statf)
to develop those skills.

On-the-Jcb Training

inling is very much based on a PAM’
individual zlatilve to recogniz opportunities for
enhancing jC skills. One such pDDOICUHl”” would bs
seeking advice from, and/or working with, more experiencszd,
senior coll=sagues. DNPWM may be able to encourage such
"quality" contacts for PAMs by identifying senicr staff
members who have good communication skills and assigning to
them for short periods, newly-appointed PAMs.

This form cif tr
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If there is interest and availlable rescurces, PARCE’
contributicn to On-the-Job training cou“d be simply to
provide PAMs with suggesticrs and materials for fcllow-up

activitiss aftsy spending time with a mentor.
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One objective of the PARCS project is to assist
participating countries to develop a.propriate and
sustainable training proyrams for PAMs. Another object ‘e
is to promots inter- and intra-regional approaches to
training by providing opportunities for contact between PAMs
from different countries and for them to participate in
regional training programs.

Within the PARCS Southern Africa Region Zimbabwe stands
alonz in the progress it has made towards involving
communities in sustainable wildlifz uvtilizaticn projects
ti.2. CAMPFIRE.. Jommunity-based programs in thelr Inianc:
in Malawi, Botswana and Zambia could benefit from DVPWM’ﬂ
expertiss in dsvelcping the CAMPFIRE program, especialiy tn2

protccols linking conservation programs within prucect_“
areas and those on thelr perigheries.

The CASS/IUCN course may be suitable for only a certailn

cadre of protected area management stafi, whereas & more
broaa-based, introductory course might to better Icr PAMs
who are just peginning to become involved in theixr
COUh:rias’ community conservation programs. DNPWM coul
therefore play a lead role in the region in providing |

.
-

aew

tra:ning fcr PAMs I this very important activicy
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SECTION 1:
PROTECTED AREA CONSERVATION STRATEGY (PARCS)

THE APPROACH

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

a The job of a2 PAM is becoming an increasingly more
complex task, requiring technical skills relating
not only tc wilciifs a 4 tourism, buc t:=
management, planning, law, policies, Zinance and
accounting as well.

b Traditional training institutions and programs in
Africa generally have not kegt 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-spacific.

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

0]

Few data exisz on the effectiveness, r
and valu= <I traditional and non-tcracl

of training for PAMs.

levance,
ional forms

bl The capacity for institutions to t. ain and develop
training programc needs to bs strengthened.

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

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



1.2

1.2.1

THE PROJECT

In light of the above the PARCS project seeks to
address two guestlons:

(1)

(ii)

What is needed in respect of PAM training to
enhance the conservation of Africa’s Protected
Areas?; and

What can be done to provide this training for
PAMs?

PARCS is attempting to do this by:

a

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

establishing ‘pilot: training programs in Ctwo
Phase I focal. countriss to implement
recommendations from the project’s training needs
and opportunities assessments; and

developing a broad series of recommendaticns for
training protected area management staff.

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

-
a

assess skillz needed for effective protected area
management;

assess present skill lavels;

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

assess training needs cf PAMs;

identify constraints to adequate and effective
training;

fv the institutions and programs presently
or training;

identify potential opportunities for relevant
training; and
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2.

h identify pilot activities to test innovative
training methods.

OVER-ARCRING QUESTIONS

w

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

The Questions

What are the responsibilities of a PAM? Are they
universally recognized?

a What are the descriptions and understandings of
the responsibilities cf 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 a PAM changed over the last 20
years”?

£ What are others’ perceptions? Do they match PAMs’

and/or PARCS'?

What are the constraints on PAMs meeting their job
responsibilities? Where does training f£it in?

a Where are the overall constraints?
b What is the importance of training in overcoming
constraints?

Are PAMs skilled to the level necessary to do the job?
If not, where are the deficiencies?

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



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

a What existing training has been received by PAMs?
b Comparisons cf types of training raceived by PAMs
(in respect cf years of service) that has

contributed most to gaining skills.

c Does training received cover all major
requirements of these areas?

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

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

£ What do training programs aim Lcr?

1.3.2.5 Assessment of Field Operations Directors (FODs)

a What are the responsibilities of senior management
positions?

b What kind of training has been received in * udse
areas?

c What are FOD training priorities?

[}

.3.2.6 What further training is required?

1.4 THE PROCESS

1.4.1 The PARCS proiect is managed by the Biodiversity
Support Program (BSP) and implemented by a
collaborazive group of three NGOs: The African Wildlife
Foundation (AWF), Wildlife Conservaticn Society (WCS),
and World Wildlife Fund (WWF). AWF is the lead
organization in eastern Africa, WWF neads PARCS in
southern Africa, and WCS has assumed lead
responsibility in francophone central Ririca.

1.4.2 Funding for PARCS comes from the Bureau for Africa of
the U.S. Agency for International Development (AID).
Supplementary funding has been provided by WWF. AWF,

10



1.5

GOAL

WCS and WWF have contributed staff time tc the pro_ ect
as well. Furthermore, each collaborating organization
is drawing from its expertise and experience with
related on-going activities in the field, =2 enhance
the PARCS assessments.

The methodology fcr the PARCS assegsment was developed
during & fcur-day workshor in Nairobi iIn August 1992.
The workshop participants included the thres NGO
Regional Managers (RM), the BSP core-team member, and a
facilitator (training specialist) from Price
Waterhouse. [For full details on the methodclogy see
Annexe 1 "Protected Area Conservation Strategy (PARCS):
The Methodology".)

Following the workshcp, the methodology was reviewed by
a number cf key members <f the conservation community

in Kenya and Zimbabwe and a sampling of wardens from

severa. African ccuntries. The RM in southern Africa
conducted a trial zssessment - Zraining needs 1in
Malawl petween 12 Seprember and - Cctober, 199%2. The

methodology was alsc reviewed by the core team in
Septemper and amended in light oI those reviews.

OF THE MET:IODOLOGY

The main tool cf the training needs assessment is a
questionnaire (Annexe 1) designed at the methodology
workshopr in Nairobi. A questionnaire approach was
adopted focr the needs assessment for the followin,
reasons:

a The questicnnaire could be designed as a matrix
and serve &s an =2Ificient and practical way tc
present the array ¢ specific skills requirea for
the job of a PAM.

b It would provide a convenient tool to compare

outside assessments of the skills required of the

PAM with the PAMs’ own perceptions cf required
skills.

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

d It would lend itself well oo standardized data
extracticn, manipulaticn, ﬂomparison and analyses
across the three regions cf Africa.

A strength of the questicnnairs is that

5
QaLl T o

£ 1s not just
a means of gatherlng informaticrn, but it is a training

11



1.6

1.6.1

tool in and of itself. The process of leading the PAM
through the guestionnaire has been designed to
stimulate thought and discussion on the important
facets of protected area management. In fact, the
questionnaire may well influence the way some PAMs look

- -

at their jobs and their role in managing those Areas.

TARGET GROUPS

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

In some ccuntries proplems 1n protected area management
may result from the placement of higher level staff who
have little, 1f any, experience in such fields as
management and planning. Hence, in countries where the
PARCS RM and his/her core team representative deemed it
possible and desirable, the assessment was brcadened to
include the level of management above the PAM (i.e.,
Field uperations Director (FOD) at the government’s
conservaticn authority’s (CA) headquarters).

It is also recognized that in many cases the job ¢t PAM
will eventually be Z.lled by individuals immediarte.y
below this level {(depending on crganizational
structures aad the procedures ci the organization! .

The RM and his/hsr cors team representative may haves
therefore decided tc include 1n the assessment,
individuals directly below the PAM. In Tanzaala, for
example, there are senior wardens, wardens, and
assistant wardens, sv assistant wardens may be included
in the assessment.

The categories of people who may have been asked to
participate in the assessment are listed below:

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

b Protected Ares Manager (PAM);

c Officers senicr to PAMs, and other individuals wnc

12
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have recently worked as PAMs;
d Field Operations Director (FOD);

e Trainers/lecturers at wildlife institutions :'nere
PAMs receive training; and

£ Research Officers.

TARGET COUNTRIES

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

Practical realities, however, will inevitably 4
that in-depth assessments can only be aone 11 s

(8]

crtatc
me

countries, limited assessments in others’ ana
assessments in yet others. In-depth assessment
involve in-country site visits and follow the
methodology described in this document. Limited
assessments involve more cursory assessments, often
conducted from outside the country using means
availabhle (limited use of the questionnaire through
selective interviews and mailings, collection of
baseline data through telephone interviews, literature
searches, etc.).

3
he
O
C
=
S

The practical realities that dictate where assess: nts
are conducted include, but are not limited tc:

a governmen:t cooperation;

b USAID cooperation;

c civil war/unrest;

d relative importance placed on a country'’s

biodiversity and protected areas 1is a vis other
countries in the region; and

e potential for follow-on activities.

A categorization of countries was made. Decisions
regarding priorities for the use of time and funds
among these countries was the joint responsibility of
regional managers and their respective core team
members.

13



1.7.4.1 The categorization of countries is as follows:

1.8

1.

8.

1

Eastern Africa

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

Limited Assessments: Somaiia.
Central Africa
In-Depth Assessments: Cameroon, Congo, Rwanda, Zaire.

Limited Assessments: Burundi, Central African
Republic, Gabon.

Southern Africa

In-Depth Assessments: Botswana, Malawi, Zambia,
Zimpabwe.

Limited Assessment: Mozambique.

Speciwl Assessment: Republic of South Africn (training
opportunities only).

PRELIMINARY GROUNDWORK

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

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

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

c training recoxrds;

d in-service training programs (how often provided?

who plans them? numbers ci staff attending
courses? financing? etc.);

e formal wildlife training institutions used (vhko>
attends them? how many?) ;

14
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f other training opportunities (workshops, semi..ars:
who attends? how many? financing?);

g number or Departmental training officers (job
descriptions?); and

h training programs (annual budget, evaluatio:-,
constraints) .

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

It was explained to the CAs that the prefsrred (PARCS)
strategy for conducting the questionnaire is for the
RMs to hold interviews and discussions with PAMs and
make site visits to directly obscrve Protected Area
managemenc. The RMs would, however, tailcr their
approach tc 1ndividual countrv circumstances. Options
for conducting the questicnnairc were:

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

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

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

d to mail out the questicnnaire; or
e to use 2 consultant or colleague to do one or more
of options a-c.

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

RMs then arranged meetings with FODs during which they
were asked to complets the needs assessment
questionnaire as an independent validation cof PAMs’' own
responses.

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

a Strategic planning;
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Development and compliance cf policies,
procedures, and standards;

Representation of organization and public
relations;

Planning cptimal deployment cf well-motivaten
competent staff;

Development and achievement of operational plans
and budgets;

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

Ensuring availability of hardware and software
necessary to achieve crganization'’'s objectives,
within budger; and

Managing concessions in protected areas.

The FOD was asked to:

to verify that these are the key aspects of :he
job;

to comment on the list;

to indicate what kind of training is needed to
accomplish these tasks; and

to discuss what are the constraints to obtaining
this training.

16



SECTION 2:
TRAINING NEEDS ASSESSMENT

2.1 INTRODUCTION
2.1.1 Protected Area System
2.1.1.1 Zimpabwe lies within two phytochoria: the Zambezian
Regional Centre of Endemism (ZRCE)} and the Afromontane
Regional Centre of Endemism (ARCE). ZRCE is dominated
by Brachystegia-Julbernardia woodland and is the
largest biome in the Afrotropical kealm with probably
the widest range of vegetation types. Highland areas
in the east and south-east (ARCE) are characterized by
various kinds cf moist and dry forest and high altitude
grassland cover.
2.1.1.2 Twelve kinds cf protected asrea cccur 1o Zimbabwe,
covering a total ci abou:z ££,720 km- or 14% cf the
country (Table 1).
Table 1 Protected areas of Zimbabwe, and their size (km®).
IUCN (1987)
Protected Area Number Total Area (km?®)
NATIONAL PARK 11 33 734
WILDLIFE RESEARCH 1 373
NATURE RESZRVE z 17
GAME PARK z 210
BOTANICAL RESERVE 3 1%
SANCTUARY 3 141
NATIONAL MONUMENT 1 7
PARK 1 12
SAFARI AREA 15 18 306
FOREST RESERVE 1 S
RECREATION PARK 13 3 818
BOTANICAL GARDEN i 3
2.1.1.2

The Parks and Wildlife Estate covers nearly 13% of
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zimbabwe's land area, half of which is National Parks.
A further 40% of the Estate is given over to Safar.
Areas (SAs) which have been set aside to preserve and
protect natural habitats and their wildlife for
consumptive and non-consumptive urilization of
resources {Parks & Wildlife Acz, 1975 . The present,
major us2 cf SAs 1s hunting.

The rest cf the Parks & Wildlifz Estats consists mainly
of Botanical Reserves, Gardens, Sanctuaries and
Recreational Areas. Botanical Reserves & Gardens have
been set aside to conserve individual plant species oY
plant communities; Sanctuaries, "0 conserve animals of
special interest; and Recreational Areas for public
use, including such activities as fizhing, sailing,
swimming and game ‘riewing.

Forestry iand is administered by a parastatal body, the

Forestry Commission. The main functions of forest
conservaticn ars watershed protsction, commercial
timber production and wildlife utilization (e.g. satar:i
huntingi .

Protected Area Authority

Protected area management in Zimbabwe comes unde. ae

administration of the Ministry of Environment and
Tourism. The Department of National Parks & wWildlife
Managemen:z (DNPWM) is responsible for the conservation
and management of resources of the Parks and Wildlife
Estate, and the enforcement of wildlifs legislation or
state land. In 1980 responsibilicy for enforcement of
legislation was extended to communa. Lands as well.

The crganizational structure I DNPWM
DIRECTOR

DEPUTY DTRECTOR DEPUTY DI®RECTOR

(Research & Trairing)

Chief Chief Chief Chief Chief
Investig. Warden * T.E.I. Terres. Aquatic
Officer (FOD) (FOD) Ecol. Ecol.

Provincial Warden (Regicnal PAM)

Warden (PAM)

Senior Ranger (Assistant PAM), Rangers & Scouts
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Associated Organizations

The increased role of wildlife in national and local
economies has resulted in the establishment of various
wildlife organizations in the private and non-
government Sectors.

The importance of wildlife utilization as a legitimate
form of land use on private farms is addressed by the
Commercial Farmers’ Union (CFU) under whose umbrella
the Wildlife Producers’ Association (WPA) opexrates to
represent the interests of large-scale commercial game
farming.

WPA's counterpart in the communal farming sector is the
CAMPFIRE Association. Under the Association, District
Councils have been granted appropriate authcrity to
manage wildlife on communal lands.

There are, in additzicn, cther asscciations wnoss
interests lie 1n research, promoticn and production c:i
specific wildlife species for commercial purposes.
These include The Crocodile Producers’ Association
(CPA) and The Ostrich Producers’ Association of
Zimbabwe (TOPAZ) .

National Conservation Policy
The 1975 Parks & Wildlife Act has provided the legal
framework upon which Zimbabwe’'s present policy towards

wildlife and related resources is based.

Government policy, defined by a ‘Statement of Intent’
{1592), sets ou:z zC:

. maintain the Parks & Wildlife Estate;
. ensure adequate protection of all ecosystems;
. encourage conservation of wild animals and their

habitats, recognizing that this is only likely to

be successful if wildlife can be used profit=pbly;

. insist on environmencal impact assessments on all
developments that potentially threaten wildlife
populations and habitat;

. promote rurally-based wildlife industries;

. harmcnize management cf the Parks & Wildlife
Estate witnh efforts of neighpbering communitcies wno

19



2.1.3.3

are developing wildlifz as a sustainable fcrm of
land use;

. transform land use through CAMPFIRE programs undey
which rural communities benefit from sustcainable
use of wildlife and other resources;

. ensure wildlife is not under-valued;
. promote public awareness of wildlife issues;
. take necessary legal measures to prevent illegal

use of wildlife;
. maintain commitment to wildlife research; and

. participate in international treaties and
conventions which are consistent with Zimbabwe's

policies for conservation and sustainable use of
wildlife.

The policy further dictates that protected areas should
be managed according to a Master Plan (not yet fully
developed) whose purpose is "..... to co-ordinate and
control the complex sets of interrelated decisiocns
involved in the management of protected areas, and to
render them mutually compatible and to improve the
efficiency of use of finite financial and manpower
resources." (FAO/SADCC, 1992).

The protected area conservation policy views tour -m as
secondary to conservation objectives. The Zimbabwe
Tourist Development Corporation (ZTDC), a parastatal,
has a pclicy towards "high guality - low volume"
tourism, wnich aims to decentralize new tcurist
developments away, Irom estaklisned rasort,/grotected
areas.

Status of Current Training Programs for PAMs

Recruitment to the post of PAM

The current recruitment procedure is to select persons,
normally under 25 years old, with at least five
subjects at ‘'O’ level, three of which must be English,
Mathematics, and one other science subject. Recruits
are then sent tc the Natural Resources College
established in 1982 at Mushandik= Sanctuary near
Masvingo. The College offers a two-year, diploma
course in ‘Wildlife & Protecred Area Management'.
Graduates are appointed initially tc the rank of
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Ranger.

Rangers are posted to a protected area for at lesast two
years before taking an internal exam at DNPWM HQ, set
by Departmental Section Heads. If they pass, this
examination makes them eligible for the post cf Senior
Ranger (Assistant PAM).

At least three years’ service as a Senior Ranger is
required before consideration is given for the post cf
Warden (PAM).

Appointment to PAM is based on an interview with senior
DNPWM staff and the Directorate. From initial

recruitment to becoming a PAM, thus, takes from seven
to ten years.

Mweka College has been used only sparingly to train
protected area management staff, DNPWM preferring to
use 1ts own program at Muchandike College tc provide
the basis for PAM training. In the last five vyears,
only two DNPWM staff have been sent to Mweka College;
one for the two-year Certificate Course, the other for
the three-year Diploma course.

Mweka-trained staff are recruited to Assistant PAM
positions. One Ranger formerly trained at Mweka
College is currently enrolled at the University of Dar-
es-Salaam for a B.Sc. (It should be noted that ent ~v
requirements to Mushandike College are higher th=
tnose for Mweka College: five ‘'0’-levels instead f
four) .

The College at Mushandike 1s presently undergoing a
change in status. This year the Ministry of Higher
Education nas approved a new "National Diploma in
Wildlife & Protected Area Management" which will place
more emphasis or. "hands-on" experience and provide
greater detail in topics such as resource management.
A new syllabus has been approved and will be available

later. The new course is expected to start in January
1994,

It 1s expected that Mushandike College will become the
venue for In-Service training for PAMs. However, at
this stage not much consideration has been given t
course content and structure.

Formerly, lecturers at Mushandike College were drawn
from other ministries and departments, but i: is hoped
that the new diploma course will be taught by full-
time, by DNPWM teaching staff, pending Public Service

21



2.1.4.6

2.1.4.6.

N}
o
IS
o

[ =]

39

Commission approval. There are also plans to link
Mushandike Ccllege to the Department of Biology,
University of Zimbabwe, to allow Mushandike diploma-
holders to enroll at the University as undergraduates.

At present only Zimbabwe nationals are to be allowed to
take the new diploma course, but that may change in the
future.

Universities

Most opportunities for university training are for
staff in the Department’s Research Branch; however,
some Management Branch staff do obtain degrees (e.g.
ons Regional PAM who obtained an agricultural diploma
and thus gained entry into University of Zimbabwe, is
now doing an M.Sc. at Salford University in the United
Kingdom) .

The University cof Zimbabwe (UZ) offers a post-graduate
(M.Sc.; course in Tropical Resource Management. S1nce
1980 seven staff have completed, or are in tnhe process
of completing, post-graduate degrees at UZ.

Other universities at which DNPWM staff have obtained,
or are obtaining degrees, are listed in Annexe 2.

Over the last five years, between five and six staff
per year have been ser- overseas for university
training. Most of these oppertunities are package ! by
donors (e.g NORAD), but some staff take their own
initiative to pursue opportunities at university.

When graduates return to DNPWM they are bonaed fcr
least _hres years and cannot take jobs elsewhersz.
the twenty-four staff trained overseas between 1986 and
1992 only three have moved from the DNPWM rollowing the
bond-pericd: one went to teach at the University of
Zimbabwe, another went to the Forestry Commission, and
the third into industry with Shell-BP.

Other Programs

In the past PAMs have had the opportunity tc attend
short courses at various training institutions in
Zimbabwe. These include ‘Financial Management’ at
Public Service Training Centres in Harare and Bulawayo,
and ‘Policy & Planning’ courses at the Zimbabwe
Institucte for Personnel Management (ZIPM).
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The main constraint on PAMs attendiny these course. 1is
financial (course fees).

A small number of PAMs have enrolled in correspondence
courses which allows them to continue working full-time
on their jobs whilst learning new skills.

Government of Canada Assistance

Two training programs have been set up for prorected
area management staff (Assistant PAMs to Regional PAMs
and FODs), one with assistance from the Canadian
International Development Agency (CIDA) and the other
as a joint venture between tne Zimbabwe Ministry of
Environment & Tourism (MET) and the Ontario Ministry of
Natural Resources (OMNR]) .

The CIDA project is to be a series of ten-day,
certificate courses covering protecta2d area
administration and management. Tha first of these
courses is scheduled for October 1993 and entitled
"Overview of Communications Function in Park
Management". Topics to be covered are: interpretation;
tourism administration and public relations; personnel
and financial management; and conflict resolution (e.g.
CAMPFIRE) .

The MET/OMNR program consists of two basic courses, one
covering natural resource economics and the other,
project appraisal and evaluation, for staff of MET.

DNPWM staff whno have obtained certificates in th se two
courses Include three ecologists and Zive Regional
PAMs.

METHODS

Data Collection

Zimbabwe penefitted from being the last country to
begin the tra.ning needs assessment since most of the
"wrinkles" in the methodology had been sorted out

during previous assessments in Malawi, Zambia and
Botswana.

As Harare was the RM’'s base oI operations during PARCS
Phase I, meetings with PAMs and other protected area
management stafi were arranged and conducted
opportunistically between visits to other countrie=.
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2.2.1.3 Initially, long delays were experienced in receiving
approval for PARCS work to begin in Zimbabwe, so i: was
not until mid-April 1993 that the first field-trip was
made to hand out questionnaires and interview PAMs.
In all, eight visits were made to PAMs in the field
between April and June. The ranks and catzgories of
all respondents interviewed and/or asked to complete
questionnaires are shown in Table 2.
Table 2 Summary of data collected in Zimbabwe between
April and June 1993.
PEOPLE INTERVIEWED - 18 HOURS OF INTERVIEWS - 22
QUESTIONNAIRES: GIVEN OUT - 14 COMPLETED - 12
Position Interview Method * Total
only 1 2
PAM + Asst PAM 10 10
Regional PAM 2 2 4
FOD (for PAMSs) 3 3
Field Associate 1 1
TOTALS | 6 12 18
*
1 = questionnaire completed in presence of RM.
2 = guestionnaire instructions were explained &
respondents completed guestionnaire on their own.
2.2.2 FODs Training Needs
2.2.2.1 The training needs of FODs in Zimbabwe were not
determined through guestionnaire analysis. These were
discussed during interviews and based on guestions set
out in 1.8.6.
2.2.3 Data Analysis
2.2.3.1 Results from the analyses of guestionnaire data were
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expected to provide the backbone of the training n.eds

assessment. In the first instance it would be
necessary to determine whether cr not the levels of
knowledge ('some’, ‘working’, ‘in-depth’) considered

appropriate by DPARCS fcr skills in the various
competencies within each Main Division of the Jok were
in agreement with those ccnsidered appropriate by the
different categories cf respondents (Assistant PAMs,
PAMs, FODs, Research Officers, Trailners, etc). A
validation analysis was therefore designed which
compared PARCS’' scores with respondents’ scores for
each guestion. An average percentage agreement between
PARCS’' and respondents’ scores was calculated and, if
above 70%, the qguestionnaire was considered
‘validated’, with the levels of knowledge set by PARCS
being considered on average to be correct.

To determine where a gap in knowledge occurred between
what was required for a given skill (as set by PARCS
and validated by responadents) and the actual level of
knowledge possessed by each respondent, i1.e. a trzining
need, a ‘gap’ analysis was carried out. This ana.'’sis
involved comparing PARCS’ and respondents’ scores and
looking for positive differences (i.e. gaps of +1, +2
and +3). Positive scores arise when the level of
knowledge set by PARCS for a given skill is higher than
the level possessed by the respondent. The bigger the
gap, the greater the training need. Negative scores and
scores of zero indicate tha' a respondent has higher
knowledge (or at least the same as set by PARCS ) than
that required for the skill in question.

Although PAMs were the principal target group for the
training needs assessmen:z, other groups (=.g. FODs,
Research Officers, =tc) were alsc asked tc complers
guesticnnaires. These questicnnailres wer: used nct to
assess their own training needs but rather, to indicate
what they thought the levels of skill knowledge were
for PAMs they had worked with and/or supervised. This
exercise was deemed important from the point of view of
obtaining perspectives on PAMs skills and training
needs from sources cther than PAMs.

Analysis of Questionnaire

To facilitats analysis of all data generated by the
questionnairs, a set of Data Sheets was designed to
store and sort data and to facilitate computer
analysis. The fcllowing seven Data Sheets comprised
the sert:
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DATA

DATA

DATA

DATA

DATA

DATA

DATA

SHEET

SHEET

SHEET

SHEET

SHEET

SHEET

SHEET

I

G:

Gender Ratio

For recording ‘Accountabilities &
Responsibilities’ additional to those
asscciated with each Main Division of
the Job.

For recording scores cZ ‘Knowledge’
skills (both the scorz which respondents
considered to reflect the skill level
required to do the job cf a PAM, and the
score whicl, respondents considered
reflected PAMs skill levels).

For recording responses to statements on
‘Mental & Social’ skills.

For recording responses to the three
‘Attitudes’ guestions.

knowledge of

For recording responses t
cf computers.

local languages and uss

th O

For listing thes three training
priorities identified by responde.
linking them tc the 1¢ Competenci. and
11 Main Divisions of the Job in the
questionnaire.

Sheet F i1s also used to list the form of
training considered best to address each
training priority.

For summarizing training already
received as described in Row L of the
guestionnaire.

.1 The gender of each respondent completing a
guestionnaire was recorded to determins the relative
proportions of men and women involved in protected area
management in Zimbabwe.

Of the fourteen Assistant PAMs, PAMs and Regional PAMs
who completed questionnaires and/or interviewed, only

one was female.

RESULTS & DISCUSSION

Throughout this Section of the report reference will be made
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to figures and tables which present results drawn from
various analyses of questionnaire data. Each figure and
table is defined by a PARCS number which refers to the
paragraph in the Results Section wherse the figure/table is
presented. These PARCS numbers are 5 be used in all
country reports to allow direct comparisons of training
needs within and between countries in tine three regions in
which PARCS Phase I was conducted. However, bsacause of
individual country differences in data collecticn and
presentation it may be necessary to include new figures and
tables and/or delete others. Each figure and table when
presented in 1its chronological order will, where
appropriate, be accompanied by its PARCS number in

parenthesis.
2.3.1 Data Collection
2.3.1.¢ For a summary of the number of questionnaires given out

and completed, and the nu .2r cI protected area
management staff interviewed in Zimbabwe, see Table 2.

2.3.1.2 Twelve of the 14 (86%) questionnaires handed out were
completed. Of those, three were returned after the
deadline for computer analysis had passed; data or:
these were not included in computer assessments c’
training needs, rather, they were abstracted by hand
and inspected for major divergences from computer
generated results.

2.3.2 Respondents’ Years of Service and Years as a PAM

2.3.2.1 The PARCS Reference Number, unique to each
questionnairs, contained coded information on how long
the respondent had been in the sarvice of his/her
department and how long ne/she nad held the post of
PAM.

The years of service and years as a PAM for seven
respondents in Zimbabwe are shown in Figures 1 anc 2
(PARCS 2.3.3a and 2.3.3b).

2.3.2.2 Figure 1 shows that the seven PAMs included in the
compute: analysis (see 2.3.1.2) had served in the DNPWM
for at least six years, five of those having more than
10 years experience. If data from thes three late-
arriving questionnaires are added to the sample, the
number ¢ PAMs with more than 17 years departmantal
service increases to seven, and those with between six
and ten vears service increases to three.

For the entire sample (n = 12 questionnaires) the
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average length of departmental service is 14.3 yr
(range: 8-25). Only one PAM in the combined sample
(ccmputer-analyzed + visually-ianspected) had less than
five years of job experience; the average was 6.2 yr
(range: 1-9).

It was found that PAMs who have held their posts for
only a few years tend to place more emphasis on the
role of formal training in skill development than more
experienced PAMs, who consider on-the-job training
equally, if not more, important. This finding needs to
be borne in mind when interpreting some of the results
of the training needs assessment.

What are the respconsibilities of a PAM? .re they
universally recognized?

PAM Job Description & Responsibilities

amona staff of the DNPWM, including the various
categories of PAMs, FODs and other senior departmental
officers, a high level of consensus was reached on the
nature or responsibilities of PAMs. None of the
respondents made any significant additicns or deletions
to Column 1, Rows A-K, under ‘Accountability &
Responsibilities’ on the questionnaire.

Detailed job descriptions for PAMs were either non-
existent or non-available so that there was no
possibility of matching PARCS’ perceptions of
responsibilities with official, departmental ones.

Validation Analysis for Knowledge Skills

In terms of validation between PAMs' and PARCS' scores
for ‘Knowledge’ skills (Columns 2-7, Rows A-K), an
analysis was conducted which compared the scores given
by PAMs in the left-haid box of guestions 1-64 under
‘Knowledge'’, with those of PARCS. The results of the
validation are given in Figure 2 (PARCo 2.3.4b). The
six sets of histograms show where positive differences
(values 0,1,2,3) and negative differences (-1, -2, -3)
between PAM and PARCS scores for the six ‘'Knowledge’
competencies occurred. Positive values (over-scored)
indicate that PAMs consider the level of knowledge
required to perform a given skill is lower than the
level considered appropriate by PARCS, and negatiw=
values (underscored) indicate that higher levels - °
knowledge are reguired.
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Technical (Wildlife & Tourism) Knowledge

There was broad, general agreement between PARCS and
PAMs on the levels of technical knowledge needed for
protected area management in Zimbabwe, with 80% ot
respondents validating the PARCS score in 9 of the 17
skills. Between 10% and 15% of PAMs considered PARCS
to have set knowledge one category higher than was

needed in seven skills. They were for:

. anti-poaching techniques and safe practices with
respect to wildlife;

. ensuring optimum levels of visitor satisfaction;

. intervention techniques and implications;

. knowledge of the cultural context of the protected

area’'s location and the relevance of all
activities within the protected area; and

. trends in the area’s important natural and
cultural resources.

On the other hand, between 40% and 80% of PAMs
considered PARCS had not set the level of knowledge
high enough for eight skills, including:

. knowledge of infrastructure, sitings, mater’als,
etc;

. extension methodology;

. cultural setting of the protected area;

. the role of research & research methodologie-

. public relations;

environmental impact analysis; and
. resource surveys and monitoring technigques.

In Zimbabws, great stors is put in law enfcrcement and
interventicn techniques. The DNPWM is renowned for its
anti-poaching and culling programs. For this reason,
it is surprising that some (albeit a few) PAMs felt
PARCS had overscored knowledge levels for these skills.
The PAMs in guestion however, were either rslatively
new to the position, or, managed areas whers law
enforcement problems and intervention activities were
not crucial issues.

The majority of PAMs thought their jobs required l..gher
levels cf tachnical skill in other areas wherz Zimbabwe
is also considered a "regional" leader, viz. tourism
and research. These findings probably poin:z toc the
importance that PAMs place on the need to understand
more fully the technical skills associated witzh these
two Main Divisions of tha Job.

i
-
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Management Knowledge

A minority of PAMs considered PARCS to have overscored
on two of ths ten skills in this competency, viz
management of casual labor, and protected area versus
people conflict management.

Most respondents
knowledge weres n
particularly:

85%) thought higher levels of
for nine of thz ten skills,

(D
0 —~
Q.

. management o©f human resources (from ‘working’ to
‘in-depth’ knowledge); and

. the obligatory attendance at public meetings
relevant to activities within the protected area
(from ‘some’ tc ‘working’ knowledge) .

For Zimbabwe PARCS had clearly under-estimated the
levels of management skills required of PAMs to carry
out zheir Sobs =ffectively; again, i1t pecints > ths
importance PAMs attach to this component of protected
area managemenc.

Planning Knowledge

PAMs responses to the levels of knowledge required in
this competency were inconsistent. Six of the tu: e
skills-- staff development and time-tabling; anti-
poaching patrol planning; intervention programs;
community conservation programs, and planning for
protected area management objectives and zoning
activities within protected area-- were deemed
overscored by about 10% cf PAMs.

However, seven skills were thought tc have peen
underscecred by between 45% and 85% of PAMs: staff
development and time-tabling; job planning; financial
planning, budgeting & control; community conservation
program planning; resource conservation planning, and
most important of all (two categories of knowledge
higher, from ‘some’ to ‘in-depth’), development of
research plans.

The variation in validation scores shown here probably
reflects the different lengths of time PAMs have held
their posts. With experience, PAMs are mors likely TC
become involved in planning processes as their

knowledge cf protected area management broadens irn
scope.
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Legal Knowledge

Between 30% and 90% of PAMs agreed that PARCS had set
the appropriate level of knowledge required fcr the
nine legal skills considered in the guestionnaire.

However, a small percentage of respondents thought
PARCS had set the level of knowiedge required tcc high
for four skills:

. laws relating to firearms, arrest, and human
rights;

. laws governing intervention programs;

. legislation relevant to the export of materia:s
and specimens; and

. to public relations aspects of protected area

activicies.

In five skills PAMs thought knowledge ought to be

higher, ‘'In-depth’ in all cases:

. emplcyment law;

. contract law;

o laws governing concessions and visitors;

. legal aspects cof community development; and
. laws of slander and libel.

The overall indications in Legal Knowledge were t:nat
PAMs considered knowledge levels needed to be hignsr
than those sst by PARCS, reflecting the important .>le

law enforcement plays in protected area management in
Zimbabwe.

Policies & Procedures Knowledge

This competency had a high level of agreement between
PARCS and PAMs. In only three cf the ten skills did
PAMs think that PARCS had overscored required knowledge
levels, _viz staffing policies; construction/maintenance
procedures and standards, and community conservation
policies.

On three other sxills, PAMs thought PARCS had
underscored kncwledge levels: accounting; national
conservation pclicy, and research policy & procedures.

Financial & Accounting Xnowledge

The genera. consensus amongst PAMs was that levels of
knowledgs cf finance and accounting skills need to be
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higher than those set by PARCS in five out of six
categories, and in only one, research budget
allocation, did a minority of PAMs think PARCS had
overscored. Since PAMs have little or nothing to do
with research budgets, this last observation comes as
no surprise.

A measure of agreement for the validation scores (PAMs
versus PARCS) was determined by considering all
questions for which the validation scores were =ither
+1, 0 or -1, i.e. relatively accurate. The percentage
of responses in these three categories for all six
competencies under ‘Knowledge' are shown in Table 3
(PARCS 2.3.4c).

If the average cf those responses in each competency is
greater than or equal to 70%, then the PARCS score 1is
considered validated and will be used in future
analyses of comparison.

For Zimbabwe, competency averages ranged batween 78%
(Legal) to 100% {(Policies & Procedures and Financial &
Accounting), with an overall accuracy score of 93%
(Table 3).

Two Regional PAMs were requested to complete the
guestionnaire in order the validate both the PARCS’ and
average country scores for each gquestion (Table 4
[PARCS 2.3.4d])).

In general, there was close agreement between the
target validators’ scores and those of PARCS and PAMS.

Discussion

It is a gratifying result that protected area
management staff (PAMs, FODs, =tc) in Zimbabwe
agreed very closely with PARCS' perceptions of the
scope of responsibilities and the levels of
knowledge required of PAMs to carry them out. All
felt that the questionnaire itself was an
excellent and accurate tool to conduct a training
needs assessment.

scussions with PAMs

During post-guestionnair i
r onsistently raised-

d
Lwo 1lmportant points we c

e
e

(1) the styles and structure cf the guestionnaire
greatly increased awareness of thz scope of
responsibilities and skills needed of PAMs in
Africa; and
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(ii) for the first time ever, FAMs were given the
opportunity to evaluate themselves in tearms
of job skills, at the same time contributing
significantly to a needs assessment designed
to address their own skills enhancement.

The questionnaire was further considered to be
useful in setting down guidelines for training
needs within DNPWS and stimulating the development
of an effective In-Service training program for
PAMs.

Are PAMs skilled to the level necessary to do the job?
If not, where are the deficiencies?

‘Gap Analysis’ for Knowledge Skills

A ‘Gap Analysis’ was used tc ccmpare PAMs’ ‘Knowlicdge'’
scores against PARCS' scores. This comparison is
designed to give an indication cf the difference
between PAMs’ perceived skill levels and skill levels
deemed necessary by PARCS.

The results are shown in Figure 4 (PARCS 2.3.5a). Each
of the six histograms, representing the six
competencies under ‘Knowledge’, show the differences in

scores between PAMs and PARCS. Negative values
indicate the PAMs’' skill is higher than that required
for the job; positive values indicate a training need,
and zero values indicate exact agreement between PAMs
and PARCS as to required knowledge. The greater :e
difference between PAMs’ and PARCS’ positive scores,
the greater the training need in that competency.

Technical (Wildlife & Tourism) Knowledge

Training needs (i.e., scores > J) were identified for
14 of the 17 skills (Column 2, Rows A-K) under
Technical Knowledge. However, highest needs (scores
>2) were recognized in eight of them:

. anti-poaching techniques;

. ensuring optimum levels of visitor satisfaction
(two skills);

o inte:r vention techniques;

. understanding reasons (regional/national/globe.l)

for the establishment of protected areas, and the
importance oI the areas’ cultural/natural
resources; and

. resource survey and monitoring techniques.
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The gap analysis identified training needs on two broaa
fronts, both of which are noteworthy. In the firsc
instance, it comes somewhat as a surprise that
technical skills were considered deficien: in law
enforcement, intervention techniques and Lourism-
related activities, .reas in which DNPWM can lay claim
to be leader within the southern Africa region
(excluding perhaps South Africa). Seccndly, the
recognlflon by PAMs that they require nlghev levels of
knowledge in resource survey and monitoring techniques
shows that DNPWM has nct yet fully addressed the
"adaptive management" issue which DNPWM purports to
champion.

Management Knowledge

There were training needs identified for six of the ten
skills in this competency. Only one area however -
protectad area versus pecple conflict management-- was
identifisd as needing a much higher lsvel of training
(score of 2).

The need for further Lraining in ‘protected area Vversus
people’ conflict management is in keeping with
Zimbabwe's position on involving local communities in
the sustainable use of indigenous resources under the
CAMPFIRE program. Most likely, what the gap analy51s
shows is a growing divergence between progress in
community conservation work and PAMs'’ awareness of, but
lack of familiarity with, new advances in that fleld

Planning Knowledge

Planning as whole (Rows A-K) was a key training neca,
with eleven of the twelve skills identified as needing

higher levels of training. Scores of 2 and/or 3 were
recorded for four skills:

. anti-poaching patrol planning;

. development of long and short-term visitor plans;

. planning management objectives for protected
areas; and

. the development of zoning plans.

The results here support the PAMs’ view that PARCE had
underscored the skills levels needed (validation
exercise) for this competency. Planning is clear:y a
crucial area of the PAMs’ job that requires further
training inputs at all levels.
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Legal Knowledge

Training needs were identified for eight of the nine
legal skills listed. Two skills in particular were
considered key areas for higher levels c¢f trainirg by
more than 50% of respondents:

. laws relating to firearms, arrests, and human
rights; and
. public representation of protected area interests.

Policies & Procedures Knowledge

Training needs were ranked high in six of the ten
skills of this competency (scores of at least 2):

. construction and maintenance policies;
. protected area policies;

. tourism;

. intervention policies;

. community conservation;

. research; and

. public relations.

Policies & Procedures is a competency with which PAMs
have had little experience. It is a group of skills
which is normally required of staff in more senior,
decision-making positions.

However, as the scope of PAMs’ responsibilities
broadens they will be drawn into situations where
knowledge of these skills is required, as indicated in
particular, for dealing with community conservation
programs.

Financial & Accounting Knowledge

Training needs were identified for three skills in this
competency, all to do with budgeting for research
activities and the financial aspects of community
conservation programs.

Although PAMs may have little to do with deciding on
what research is conducted in areas under their

jurisdicrtion, the results here indicate that they would
at least like to know more about how research budgeting
and allocation are decided.

Similarly, with the increasing importance of community -
based conservation/resource utilization programs
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operating on the periphery of protected areas, PAMs are
indicating they need t¢ have a much better grasp o. the
financial aspects of such activities.

Discussion

Since target validators’ ({(FODs) validation scores and
those of PAMs themselves were similar to PARCS' scores
(all > 70% agreement), no further gap analysis was
needed to be carried out.

To determine where the training needs existed in the
six competencies under ‘Knowledge’, the average
(country) value of the difference in skill level
(positive scores of 1, 2 and 3) between what PARCS
considered necessary and what PAMs actually possessed,
was calculated for each cf the 64 questions under
‘Knowledge'’ in the questionnaire (Table 5 [PARCS
2.3.5d]).

From Table 5, the highest diffsrence between the
average country score and PARCS' score (i.e. the
greatest training need identified) was 1.2°¢. This high
value relaced to knowledge of regional/national/global
context of the protected area’s setting, development of
long and short-term visitor plans, and the development
of zoning plans for protected areas.

Other high scores (1.14) indicating training needs were
found for:

» tourism infrastructure,

. site design and analysis,

. trends and reguirements cf important natural and
cultural resources in protected areas,

. construction policies, and

. procedures and standards.

Data from Table 5 can be used to derive average sccres
for training needs in the eleven Main Divisions of the
Job (MDJ). For

Zimbabwe'’'s greatest needs were found in:

. E: Ensuring all activities within the protected
area comply with laws and regulations;

. F: Ensuring optimum lesvels of visitor
satisfaction;
. G: Ensuring agreed interventicn programs are

completed to budget and timetable; and
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. K: Ensuring an appropriate balance between
resource use and conservation the protected area.

Validation Analysis for Mental and Social Skills

Validation analyses werc also carried out on ‘Mental’
and ‘Social’ skills (columns 8-14 of the questionnaire)
using the "Yes" responses to guestions under each of
the seven competencies.

"Yes" responses meant that respondents agreed with
PARCS that the skill under question was required for
his/her job as a PAM. If the percentage agreement
between PARCS and PAMs for "Yes" responses was >70%
then the ‘'Mental’ and ‘Social’ Skills component of
PARCS’ job description for PAMs was considered
validated.

Figure £ (PARCS 2.3.6a) shows that a high level of
agreement petween PARCS and PAMs was reached, with an
overall accuracy score of 94%.

To find out where PAMs considered ‘Mental’ and ‘Souc:al’
skills identified by PARCS as unnecessary or
inappropriate for their job, an analysis of "No"
responses was conducted (Table 6 [PARCS 2.3.6b]).

The principal areas (Main Divisions of the Job and
Competency/Skill) where PAMs regarded skills
unnecessary or inappropriate were as follows:

(1) I:. Awareness of research activities and
progress against plan - problem analysis;

(ii) H: Ensuring harmonious relationships with
neighboring communities - evaluation; and

(iii) G: Ensuring Intervention Programs are

Completed to Budget and Timetable-- problem
analysis, evaluation, oral and written.

Low scores for 'Mental’ and ‘Social’ Skills are shown
in Table 7 (PARCS2.3.7al).

Low scores are those of value 1 or 2 (poor skills or
nuue) . Competencies identified as having significant
training needs, i.e. high cumulative scores of 1 and/or
2, were 'Problem Analysis’ and 'Written Skills’.

For Main Divisions cf the Job, the highest cumulative
scores was recorded for ‘'Representing the Protected
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Area ané¢ its Interests in Public Meetings’.

2.3.4.9.4 Throughout the wor’d’'s conservation arenas thers has
been a traditional rivalry between "managementc" and
"research" camps. RBoth can argue convincingly that one
1s more important cthan the other. This situacticn has
ofrten led to serious rifts in conservation agencies,
where management and research rfunction separately, but
supposedly towards common conservation objectives.
It is now common-place in most Government protect:id
area authoricies that research staff have little
understanding of, or interest in, management tachniques
and objectives, and vice versa.
However, there is a move these days towards what 1is
known as "adaptive management" which closely links
researcn and monitoring with trial-and-error
conservation management. PAMs therefore need to more
fully, understand and appreciate the role of research
and be able to grasp the significance cf research
findings.

Under ‘'‘Mental & Social’ Skills training needs, tners
appears to be a common theme related to understanding
what research is all about. DNPWS should theretor:
take appropriate steps to ensure that PAMs who are eak
in comprehension and evaluation of research procadu:es
receive training that improves their ability to
incorporate '"research thinking" into man~gement
techniques and objectives.

2.3.4.10 Attitudes

2.3.4.10.1 Aside from peossessing technical skills and
knowledge, PAMs must develop leadership qualities
wnich encocurage sur. rdinates to consider sariously
their own roles in protected area management;
team-building is an important component oi a PAM's
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 used, or would use, tC
instil work ethics, commitment to conservation,
and positive attitudes towards local communities
(Competencies 15, 16 & 17 in the Questicnnalre: .

The PAMs' responses (see Methodology, Annexs 1.

=
were analyzed on the basis of their years ci
experience 1. protected area management.

38


http:2.3.4.10

2.3.4.10.2

2.3.4.10.3

2.3.4.10.4

Nine mgthods for instilling work ethics were
identifiied by PAMs (Fig €& [PARCS 2.3.8a]), four of
which were common to PAMs with between six and
ten, and more than ten, yeare cf service. These
methods were:

. rprerring staff to Administrative Orders;

. sy:owing hard work and dedication chrough
example;

. encouraging subordinate staff to participate
in program development; and

. ensuring staff are suitably equipped and

motivated to carry out their tasks.

One other PAM with six to ten years service
indicated that showing tolerance to others’ points
of view is appropriate way to instil work ethics
in staff.

The remaining four PAMs, all with more than ten
years of service, listed the following ways in
which they instil work ethics:

. ensuring departmental objectives are properly
explained to staff;

. showing understanding when taking
disciplinary measures;

. providing attentive supervision when staff
are given new responsibilities; and

. cultivating good working relationships with
staff.

Only three methods for instilling commitment to
conservaticn were listed by PAMs (Fig 7 [PARCS
2.3.8b]):

N showing dedication to national, regional or
local conservation objectives;

. conducting regular meetings with staff to
discuss the value of conservation; and

o becoming personally involved in conservation
activities such as school groups and wil..iife
clubs.

Fig 8 (PARCS 2.3.8c) shows that the two groups of
PAMs identified six methods c<f instilling positive
attitudes to local communities.

PAMs with more than ten years of service
identified five methods:

(a) accepting the validity of community
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participation in protected area management;

(b) instructing staff on the value of harmon.ous
relationships with local communities;

(c) taking opportunities to provide employment
for local communities, appropriate to the
protected area’s conservation objectives;

(d) maintaining dialogue with local communities;
and

(e) seeking ways in which tangible benefits can
accrue to communities without jeopardizing
the area’'s conservation objectives.

Those with between six and ten years, four i(as
(b), (c) and (e), & listening to and demonstrating
willingness to understand community issues and
problems] .

The wide range of responses given shown here 1is
probably a reflection of the relatively long time
PAMs in Zimbabwe nave had dealings in stafl
management and community liaison work. It may
also be a reflection of how PAMs themselves were
instilled in these issues by their former
supervisors.

A pleasing aspect of the Attitudes analysis is the
way PAMs feel that a participatory approach best
serves to instil conservation ethics ana
commitment in their staff.

Every effort should be made to encourage and
cultivate this kind of approach, especially in
dealings with community- based conservation
programs.

Language Skills

Since protected area and adjacent community-based
conservation objectives frequently need to be
linked to strengthen and support national/regional
strategies for the rational, sustainable use of
natural resources, PAMs are having to become
increasingly involved with local community is~ues.
Often, this involvement centers on resolving
conflicts between protected area and community
interests. The ability of PAMs to communicate
effectively with community leaders, in the
language spoken by local communities, over matters

of mutual concerrn is seen by PARCS as an important
asset for PAMs to have.
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To find out to what extent PAMs possessed thi ;
basic ability, they were asked to indicate "Yes"
or "No" to the gquestion "Do you speak a language
understood by local communities living around your
protected area?"

The results are shown in Fig. ¢ (PARCS 2.3.9) and
clearly indicate that PAMS in Zimbabwe can

communicate with community leaders through common
language.

The reason for asking the question in the first
place was not evaluate a PAM’'s skill in languages,
but rather, to gauge the sensitivity of head
quarter staff in positioning PAMs where lack of
effective communication could hamper dialogue over
‘protected area versus community’ conflict
resolution.

In discussing language skills of PAMs with FODs,
the latter stressed the difficulties that arose
when staff shortages interfered with assigning the
right person to the right place.

At other times, DNPWS considered it expedient not
to send a PAM to a given protected area, even
though familiar with the local language, because
of the potential influence community leaders :zould
exert on PAMs who came from that, or a nearby.
community.

Computer Skills

All PAMs responded that they had no computer
skills whatsoever (Figure 10 ([PARCS 2.3.10a)).

Upon being questioned, few considered computer-
literacy would be important to their job.

The above view contrasts sharply with that of a
FOD interviewed specifically about the importance
of computing skills in protected area management.
The FOD emphasized that for effective management
of Zimbabwe’'s protected areas, PAMs must have
computer skills that allow them tc store, org.nize
and analyze data (especially finance and accounteg;
population monitoring; keeping track of lost
animals, etc).

Furthermors, knowledge of GPS technology will be
needed for improved law enforcement/anti-poaching
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rrograms.

Summary of Gap Analysis

Table 8 (PARCS 2.3.12h) summarizes the gap
analysis results by presenting the ‘average’ gaps
in skills, taken from all questicnnaires. Skill
gaps can be read across the table {i.e. the Main
Divisions of the Job) or down it {(Competencies).

Looking at Main Divisions of the Job, highest
accumulative ‘average’ gap totals were found for:

J. Representing the Protected Area and it:
Interests in Public Meetings (n=13).

E. Ensuring All Activities within the Protecrted
Area comply with Laws & Regulations (n=10).

F. Ensuring Optimum Levels cf Visitor
Satisfaction (n=9.5).

I. Aware s of Research Activities and Progress
agains. Plan (n=9).

For Competencies, highest gap totals were recorded

in:

9. Problem Analysis Skills

13. Written Skills

6. Policies & Procedures Skills

10. Creativity Skills

11. Evaluaticn Skills

Looking at Table 8 as a matrix it is possible to

identify specific areas where training needs are

highest, by scanning for highest gap values (3).

Gaps of 3 were found for:

. Law & Regulations: Balancing and evaluating
the needs of involved parties.

. Research: Determining causes why research
programs are not running tc time-table;
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Ensuring research reports are comprehe: ;.ble
to interested (public) parties.

. Public Relations: Preparing press releases;
Building up networks of contacts &
information on relevant meetings/events.

. Resource Management: Developing methods to
achieve management area objectives.

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

2.3.5.1 At the bottom of each competency column in the
guestionnaire (i.e. Row K) respondents weres aske. :c¢
indicate which type of training had contribitted most to
their current level of knowledge of skills :in that

competency.
Four kinds of training are recognized:

Formal Wildlife (Institutional);

Formal (Other), includes short courses at non-
wildlife institutions, seminars, workshops, etc;
. In-Service; and
. On-the-Job.

Further information on training received during
employment with DNPWM was recorded during post-
questionnaire discussions with PAMs.

2,3.5.2 Table & (PARCS Z.2.12) shows which kinds of training
have been received by PAMs in each <f the sixteen
competencies under Knowledge, Mental & Social Skills
and Attitudes.

Formal wildlife training was indicated for thirteen
competencies, and On-the-Job, for all sixteen
competencies.

In-Service training was listed for the three
competencies under ‘Attitudes’, and for only one other,
Finance & Accounting, under ‘Knowledge’.

No other types cf training werz indicated.

2.3.5.3 In order to find out how perceptions on training
changed with the number of years of departmental
service, PAMs were grouped into two categories of work:
those with between six and ten years experience and
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those with more than ten (there were none with five cr
less) .

Each PAM was asked which kinds of training were
considered to have contributed most to protected area
management skills; the results are shown in Figs 11 &
12 (PARCS 2.3.12g2 & 3).

Less experienced PAMs (Fig. 11) showed no consistent
pattern to the kinds of training considered to have
contributed most to skills development. Formal
Wildlife and On-the-Job were important for Kncwledge
and Mental & Social Skills, and In-Service and On-the-
Job for ‘Attitudes’ Skills.

However, PAMs with more than ten years experience
indicated almost exclusively that On-the-Job training
was most important to all aspects of the jcb (Fig 12).

It is expected that with increased job experience,
PAMs' perceptions of various types of training and now
they contribute to skill development are likely to
change.

PAMs and Regional PAMs who were interviewed, but did
not complete questionnaires, supported the view that
with increasing time in the position of PAM, formal
wildlife training takes on less significance and 1is
replaced by On-the-Job training. However, they
concurred that at some point later in a PAM's career
formal training assumes an important role again,
particularly at university level, where advanced
knowledge in wildlife management techniques is ol ..ned
and needed for career advancement.

Training Priorities

After completing the gquestionnaire PAMs were asked to
indicate their three most important training priorities
(Table 10 [PARCS 2.32.11]). One objective of this
exercise was to see if indicated training priorities
matched training needs determined by the gap analysis
(2.3.4).

Generally speaking this sect:ion of the guestionnaire
was completed very poorly, witn four PAMs leaving
responses to Training Priori:irns btlank.

Where answers were civen there was aygreement betwe:n
identified training priorities and r.eeds-- particularly
in Management and Legal skills and in Meia Divisions ciI
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the Job ‘A’ and 'F’': Ensuring the Availability of
Competent and Well-motivated Staff, and Ensuring
Optimum Levels of Visitor Satisfaction.

2.3.6 What are the constraints on PAMs meeting their job
responsibilities? Where does training fit in?

2.3.6.1 Protected area management in Zimbabwe has become an
increasingly complex job. PAMs and FODs interviewed in
the field and at Departmental head-quarters in Harare
recognize a number of constraints on PAMs meeting the
responsibilities associated with effective management
of the country’s protected area system.

2.3.6.Z2 DNPWM has, for a long time, taken the view that the
training cf PAMs is best achieved through its own
departmental programs, principally the training ccurse
offered at Mushanidike College. However, Mushand:ii:=
College presently trains staff only to the level »f
Ranger (Assistant PAM) and further training, up to the
rank of PAM, is mostly on-the-job.

Unfortunately, the teaching program at Mushandike
College 1is constrained by the lack of permanent staff,
materials and books. Many PAMs feel the training at
Mushandike College does not provide the sort of
exposure and potential for networking with colleagues
that training at Mweka College does (or would do).

Almost without exception, Zimbabwean PAMs feel that
opportunities should be open to them to visit
neighboring countries from time to time to liaise 1ith
other protected area management staff and exchange
ideas and experiences.

2.3.6.:Z The principal constraint on meeting job
responsipilities identified by PAMs was the general
absence of management/development plans for protected
areas and accompanying job descriptions germane to the
implementation of such plans. Protected area
management cannct be effectively implemented without
area-specific management strategies.

IZ these plans and descriptions are in place zhen
appropriate training programs could be insti:tuted,
based on PAM job descriptions and responsibiii:ties
tailored to each protected area’s management
objectives.

[39]
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The routz2 by which PAMs are recruited and th= kinds of
training they receive has been described elsewhere in
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this report. However, once PAMs have been put into
field positions few training opportunities have been
made available to them.

Reference has already been made to a number of PAMs
enrolled in correspondence courses, but these are
mainly self-funded and course topics may not
necessarily be relevant to the PAMs’' job or
responsibilities.

The two Canadian-assisted programs are very new and
only a few PAMs so far have had the opportunity to
participate in them.

Another new training initiative is the joint CASS/IUCN
program "Social & Human Dimensions of Environmental
Management" which has just taken its first intake of
participants. The course is six weeks long and is
currently being attended by mid-level staff of var:ious
forestry, fisheries and wildlife departments from
Angola, Mozambique, Zambia, Malawi, Botswana, Swaziland
and Zimbabwe.

Thus although basic training up to the level of
Assistant PAM is mainly achieved through sending staff
to Mushandike College; post-Mushandike training
opportunities have up until now been guite limited.

The expected up-grading of Mushandike College, together
with the two Canadian project and the CASS/IUCN program
should provide better opportunities for professional
development/refresher courses for PAMs (and possibly
FODs) in future.

Assessment of Field Operations Directors (FODs)

Through interviews, FODs identified their training
needs as the following:

o Tactical & Strategic Planning in Finance;

. Staffing;

o Protected Area Management/Development;

. Staff Training and Public Relations;

. Communication Skills;

. Understanding the Role cf, and Designing Plans

for, Research in Protected Area Management; and
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. Business Administration and Law (regarding
commercial operations within Zimbabwe's Protected
Areas) .

Many of the training needs identified by FODs are
similar in scope to those of PAMs. However, FODs
require higher level approaches to addressing their
training needs in those subjects.

Special courses/seminars could be designed and run,
with PARCS’ assistance in Phase II, tc provide some
training for FODs.

What further training is required?

From the twelve questionnaires completed by PAMs and
Regional PAMs, it was found that the average number of
years cf Departmental service was 16 (range 10-15) and
the average number of years PAMs had held their posts
was 6.3 (range 1-9).

A striking feature of this analysis was the almost
complete absence of formal wildlife training received
outside Zimbabwe-- none of the PAMs were graduates from
Mweka College, for example. All training received was
In-Service, at Mushandike (or McIlwaine, prior to
Mushandike) and occasional seminars and workshops.

The principal form of training for PAMs appeared to be
On-the-Job.

This lack of exposure to outside training opportunities
is unlike any other country surveyed in the PARCS Phase
I assessment, and 1is seen as a deficiency by PAMs.

DNPWM feels that its interests are best served by
training PAMs in-country where specific training r.=eds
can be addressed under conditions most likely to .=
encountered by PAMs when executing their duties irn the
field. (One of the common complaints about Mweka
College is the heavy focus on Tanzanian examples of
protected area management principles and techniques).

Specifically, the answer to what further training is
required for PAMs must take account of what PAMs
themselves see as deficiencies in their protected area
management skills and what their supervisors regard as
deficiencies.

The PARCS projec:t has highlighted key areas of skill improvement
neeced by PAMs in Zimbabwe to enhance their job performance see
Gap Analysis above}, and these are summarized below:
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GENERAL TRAINING NEEDS

TECHNICAL Law enforcement; tcurism; intervention
techniques; resource survey and monitoring;
knowledge of protected areas’ cultural and
geographical setting.

MANAGEMENT Protected area versus community conflict
resolution.

PLANNING All Main Divisions of the Job, but with
particular emphasis on law enforcement and
management objectives.

LEGAL Public relations and representation;
laws governing firearms, arrests and
human rights.

POLICIES & All Main Divisions of the Job, but with
particular
PROCEDURES emphasis on community conservatior =nd

intervention programs, tourism, re&searcn
policies and public relations.

FINANCE & Research budgeting; community conservation
programs
ACCOUNTING

MENTAL & ‘Problem Analysis’ and 'Written Skills’ and
SOCIAL SKILLS ‘Evaluation’.

SPECIFIC TRAINING NEEDS

2.3.8.4

Law & Regulations: Balancing and evaluating the needs
of involved parties.

Research: Determining causes why research programs are

not running to time-ctable; Ensuring research reports
are comprehensible to interested (public) parties.

Public Relations: Preparing press releases; Building up
networks of contacts & information on relevant
meetings/events.

Resource Management: Developing methods to achieve

management area objectives.

While the questionnaire was important in assessing
training needs as a whole for protected area management
in Zimbabwe, the post-questionnaire discussions with
individual PAMs shed light on more specific
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requirements.

Reference to Table 1 shows that in Zimbabwe there are
twelve categories of protected area. National Parks,
Safari Areas and Recreational Areas combined are
perhaps the most important in terms of human resources
and funding requirements and public use.

However, there are other types of protected area which
require specialist skills, skills that are not typical
of PAMs in general. PAMs managing BOTANICAL GARDENS &
RESERVES require expertise in both botanical and
horticultural techniques, yet little attention is made
to this. In addition to the more conventional skills in
protected area management, PAMs in charge of Botanical
Gardens & Reserves have identified training needs in:

Herbarium and Nursery Management;
Advanced Propagation Techniques;
Maintenance of Horticultural Egquipment;
Plant Pests and Disease Control; and
Soil Analysis.

There are institutes which provide training in the
above topics (e.g. Harare Polytechnic & Rio Tinto
College of Agriculture).

Where possible, DNPWM should ensure that any staff
assigned to manage Botanical Gardens & Reserves receive
appropriate training prior to their posting to these
areas.
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SECTION 3:
TRAINING OPPORTUNITIES ASSESSMENT

PAMs receive their initial, formal wildlife training at the
DNPWM’s training college at Mushandike.

Later, based on eligibility and opportunity, PAMs may be
sent to attend university or other institutes of highe -
learning.

Through discussions with DNPWM headquarters staff (including
FODs) and taking information from the questionnaires, it was
possible tc draw up a list of the various institutions used
by DNPWM to train staff (Annexe 2).
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SECTION 4:
RECOMMENDATIONS

4.1 What present programs could be enlarged/restructured to

4

4.1.2.2

.1.

1

include training opportunities for PAMs?

There are a number of possibilities for addressing the
needs of PAMs in areas identified by the PARCS project
and DNPWM. They fall into two of the four basic types
of training opportunity described in the questionnaire:
(1) In-Service training and (iv) On-the-Job training.

In-Service Training

Greater attention could pbe paid to the role of In-
Service training as a means of addressing the training
needs of PAMs identified in this reporct.

With Mushandike College about to play a much more
important role in staff training, some thought should
be given to develcping and incorporating courses into
the new curriculum that specifically address trai - .~=g
needs identified by PAMs in this report. Course .oupics
would be based on the ‘'Gap Analysis’ as well as other
needs deemed important by DNPWM.

If there is interest and available resources, PARCS’
involvement in such a training program could consist of
providing expertise in preparing a syllabus and
materizls for each course, developing a course schedule
that would fit into DNPWM’s general training program,
and identifying potential course venues and
instructors.

To undertake effective In-Service training, DNPWM must
know what skills it requires of its protected area
management staff, not only in general terms, kut
specifically as well, for particular problems relz-ed
to given protected areas and their environs.

The principles of fire-management, population
monitoring, culling, etc. are broad-based and widely
applicable, but for specific situations in Zimbabwe
there is the need for specialized knowledge of local
conditions under which those broad-based principles
operate.

The accumulated wealth of knowledge (years of
experience, on-the-job training, attendance at national
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4.1.2.3

4.1.3.1

4.1.3.2

and international conferences) possessed by senior
members of DNPWM staff ought to be tapped.

What this present training needs assessment has done,
by involving PAMs in determining their own training
needs, ic highlight the relative simplicity with which
areas of weakness can be strengthened.

All PAMs felt not enough attention has been paid to
improving job skills through In-Service Training, yet
it is probably In-service Training that is best suited
to tackle the issues.

Even if DNPWM does not have in-house expertise tc
design and implement an In-Service training program for
PAMs, it is certainly aware of those areas in which its
staff needs improved skill development, and does have a
pool of resources (long-serving, experienced staff) to
develop those skills. That, at least is a start, and
PARCS could assist DNPWM in developing and
strengthening In-Service training as part cf Phase II
activities.

On-the-Job Training

This form of training is very much based on a PAM =
individual initiative to recognize opportunities for
enhancing job skills. One such opportunity would be
seeking advice from, and/or working with, more
experienced, senior colleagues. DNPWM may be able to
encourage such "quality" contacts for PAMs by
identifying senior staff members who have good
communication skills and assign to them fcxr short
periods, newly-appointed PAMs.

Once again, if there is interest and available
resources, PARCS' contribution to On-the-Job training
may be simply to provide PAMs with suggestions and
materials for follow-up activities after spending time
with a mentor.

In terms of training neede, On-the-Job training would
probably best address the Mental & Social Skills
identified in 2.3.8.3.

4.2 Other recommended training initiatives and programs

4.2.1

One objective of the PARCS project is to assist
participating countries to develop appropriate and
sustainable training programs for PAMs. Another
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objective is to p omote inter- and intra-regional
approaches to tra.ning by providing opportunities for
contact between PAMs from different countries and for
them to participate in regional training programs.

Within the PARCS Southern Africa Region Zimbabwe stands
alone in the progress it has made towards involving
communities in sustainable wildlife utilization
projects (i.=. CAMPFIRE). Community-based programs in
their infancy in Malawi, Botswana and Zambia could
benefit from DNPWM’'s expertise in developing the
CAMPFIRE program, espenially the protocols linking
conservation programs within protected areas and those
on their peripheries.

The CASS/IUCN course may be suitable for only a certain
cadre of protected area management staff, whereas a
more broad-based, intrcductcry ccurse might to beatter
for PAMs who are just beginning to become involved in
their countries’ community conservation programs. DNPWM
could therefore play a lead role in the regicn in
providing basic training fecr PAMs in this very
important activity.
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United Nations Food and Agriculture Organization

Field Operations Director

International Union for Conservation of Nature and Natural Resources
Nongovernmental Organization
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Protected Area Conservation Strategy

Policy, Analysis, Research and Technical Support
Southern African Development Coordination Conference
United States Agency for International Development
Wildlife Conservation International

World Wildlife Fund
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Glossary of Term

Core Team: U.S.-based representatives of the NGOs collaborating on the PARCS project.

Field Operations Director (FOD): Manager in the headquarters office (central or regional) who
is responsible for managing field operations in protected areas across the country.

Formal Training: Training received through enrollment at an institute or university.

In-Depth Assessments: Assessments conducted under the PARCS project that involve in-country
site visits and follow the methodology of PARCS Phase 1.

In-service Training: Short-term training (less than 6 months) organized by an individual's
employer (e.g., parks department) that is undertaken during an individual's term of service. In-
service training may be external or internal. External in-service training is provided by an entity
other than the employer. Internal in-service training is provided by the employer. In-service
training that is provided to new employees before they assume their responsibilities may aiso be
called induction training.

Limited Assessments: Assessments conducted under the PARCS project that do not involve
completion of in-country questionnaires.

On-the-Job Training: Training received through informal means during the normal course of
work, such as being given or seeking guidance from other colleagues and supervisors, learning
by doing, overlap with individuals formerly holding positions, and handover notes left by
predecessors.

Other Training: Training received through means other than formal institutions, in-service
training, or on-the-job training. Other types of training may include workshops, seminars and

conferences.

Protected Area: An area of land and/or water that has been set aside, by law, to conserve
natural resources and be managed by the public sector.

Protected Area Manager (PAM): Highest-ranking manager on-site in a protected area.

Regional Managers: Persons designated by the NGOs collaborating on the PARCS project to
conduct the field assessments in southern, central, and eastern Africa.
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I, The Approach

1. Africa’s system of national parks and protected areas constitutes one of the most
important safeguards of the continent’s rich biological diversity. Protected Area Managers
(PAMSs), the decision makers in the field, play a critical role in the overall functioning of these
areas. In recent years, a number of observations related to training for effective protected area
management, drawn from experiences in the field, have been made. They include:

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

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

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

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

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

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

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

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

2. In the early 1990s, a few members of the conservation community began to search for
data to support or refute these observations regarding training and protected area managers. It
was found that most recent assessments of training in Africa have concentrated on non-
managerial staff in protected areas (particularly rangers). Those that concentrate on managerial
staff have tended to focus on numbers of people requiring training to meet staffing projections.
In 1986, for example, the United Nations Food and Agriculture Organization (FAO) provided
a quantitative assessment of human resource needs for protected area management in Africa
(Jingu, 1986). There was no attempt in this assessment, however, to examine the content of the



training being offered or to evaluate the merit of the training offered with respect to current
needs in protected area management.

3. Dr. Graham Child and Leonard D. Sefu (1987) assessed the needs and priorities for
training in wildlife management and utilization in the Southern African Development
Coordination Conference (SADCC) region. The assessment involved structured questions that
included a series of functions commonly undertaken by wildlife agencies. Top management was
requested to rank these as having high, medium, or low significance within their overall
operations. These functions were divided into skills nceded to execute them. One of the main
conclusions of the Child and Sefu report was that outside assistance should focus on middle or
upper (or professional) level training. Particular emphasis was placed on equipping the warden
grade to undertake its wide-ranging responsibilities, including command, control and
development of lower leveis of field staff. The findings of the Child and Sefu report provided
some relevant and useful data for the SADCC region. On the whole, however, the report does
not provide sufficient breadth of data to support or refute the observations listed above.

4. The Protected Area Conservation Strategy (PARCS) assessment was developed, in part,
to fill the data gap on training needs, priorities, constraints, and opportunities among protected
area managers. The PARCS needs assessment builds on the breakdown of functions adopted in
the Child and Sefu assessment, but expands the scope to include a broader range of skills. The
PARCS assessment departs from earlier assessments, however, in a number of ways. First, it
embraces a participatory approach in that the assessment allows protected area managers
themselves to: (i) determine the skills required for the job of protected area manager, (ii) assess
their own skill levels, and (iii) help identify where training is presently being obtained in the
required skills. Second, the assessment identifies specific, targeted training needs and then
examines a wide range of opportunities to match these needs. Finally, the assessment covers
the bulk of southern, eastern and central Africa, thus enabling findings across countries and
regions to be compared and facilitating the cross-fertilization of ideas and initiatives.
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I[1I. The Project

5. The PARCS project seeks to address two questions:

(i) What skills do Protected Area Managers need to enhance the conservation of
Africa’s protected areas?

(ii) What can be done to provide Protected Area Managers with training for these
skills?
6. The PARCS project will address these questions by:
(i) undertaking an assessment of training needs, priorities, constraints, and
opportunities for PAMs in three regions of sub-Saharan Africa (east, central, and

southern);

(i)  establishing a pilot program in each of the three regions to implement
recommendations from this assessment; and

(iif)  developing a broad series of recommendations for training protected area
management staff.

7. The PARCS project is envisioned as a multi-year activity. During the first year (Phase
[) the assessment of training needs, priorities, constraints, and opportunities for PAMs will be
completed. Specifically for PAMs, the assessment is designed to:

(i) assess skills needed for effective protected area management;

(i1) assess present skill levels;

(iii)  determine the types, amnount and frequency of training currently received;

(iv)  assess training needs;

(v) identify constraints to adequate and effective training;

(vi)  identify the institutions and programs presently used for training;

(vii) identify potential opportunities for relevant training; and

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

IT1. The Process

9. The PARCS project is managed by the Biodiversity Support Program (BSP) and
implemented by a collaborative group of three nongovernmental organizations: The Afrcan
wildlife Foundation (AWF), Wildlife Conservation International (WCI), and World Wildlife
Fund (WWF). AWF is the lead organization in east Africa, WWF leads PARCS in southem
Africa, and WCI has assumed lead responsibility in francophone central Africa.

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

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

2.  The methodology for the PARCS assessment was developed during a four-day workshop
in Nairobi in August 1992. The workshop was facilitated by Peter Woolf of Price Waterhouse,
and attended by Barbara Pitkin, Michael Dyer, Annette Lanjouw and Deborah Snelson.
Following the workshop, the methodology was reviewed by a number of key members of the
conservation community in Kenya and Zimbabwe and a sampling of wardens from several
African countries. The Regional Manager in southern Africa conducted a trial assessment of
training needs in Malawi between 13 September and 2 October. The methodology was also
reviewed by the core team in September and amended in light of those reviews. Further
cevisions were made following the mid-term review meeting for the project held in Harare,
Zimbabwe, December 8 - 12, 1992, The Regional Managers conducted a data analysis
workshop in Nairobi March 15 - 19, 1993. A second data workshop in Nairobi is scheduled for

May .4 - 28.
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IV, Target Groups and Geographical Focus

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

job descriptions.

14.  In some countries, problems in protected area management may be a result of individuals
at the directorate level who have little, if any, experience in such fields as management and
planning. Hence, in countries where the PARCS Regional Manager and the relevant core team
representative deem it possible and desirable, the assessment will be broadened to include the
level of management above the PAM (i.e., Field Operauons Director (FOD) at departmental
headquarters).

15. It is also recognized that in many cases, the job of PAM will eventually be filled by
individuals immediately below the level of PAM (depending on organizational structures and the
procedures of the organization). The Regional Manager and the core team representative may
therefore decide to include in the assessment individuals directly below the PAM level. In
Tanzania, for example, there are senior wardens, wardens, and assistant wardens, so assistant
wardens may be included in the assessment. In countries such as Zaire, where there are rarely
managerial positions below the PAM, lower levels will not be included. There is no intention
to extend the assessment to non-managerial protected area staff (e.g., rangers, scouts and
technicians).

16.  The categories of people who may be asked to participate in the assessment are listed
below (i - iv are listed in hierarchical order):

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

(ii) Protected Area Manager (PAM),

(i) Officers senior to PAMs and other individuals who have recently worked as
PAMs;

(iv)  Field Operations Director (FOD);
(v)  Trainers/lecturers at wildlife institutions where PAMs receive training; and

(vi)  Research Officers



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

18,  Practcal realities, however, will inevitably dictate that in-depth assessments can only be
done in some cuuntries, limited assessments in others, and no assessments in yet others. In-
depth assessments involve in-country site visits and follow the methodology described in this
document. Limited assessments involve more Cursory assessments, often conducted from out. ide
the country using means available (e.g., limited use of the questonnaire through selective
interviews and mailings, collection of baseline data through telephone interviews, and literature

searches).

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

(i) government cooperation

(iiy USAID concurrence/cooperation (for those countries being assessed with USAID
funds)

(iii) civil war/unrest .

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

(v) potential for follow-on acudvities.
20. A preliminary categorization of countries has been mace. These categorizations may

change as the assessments progress. Decisions regarding priorities for the use of time and funds
among these countries are the joint responsibility of Regional \Managers and their respective core

team members.

21.  The preliminary categorization of countries is as follows:

East Africa

In-Depth Assessments: Tanzania (including Zanzibar), K2nyvz, Uganda, Ethiopia

Limited Assessments: Somalia

Central Africa

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



Somhem Africg

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

Limited Assessments: Lesotho, Mozambique, Republic of South Africa (training opportunities
assessment only), Swaziland

22. Al countries given in-depth assessments will be considered potential pilot countries for
Phase II. It is recognized that only USAID-assisted countries whose USAID missions have
indicated that natural rescurce activities are a priority will be eligible for USAID follow-on
activities. At the same time, it is expected that the Phase I assessment will provide the rationale
for potential pilot programs in other countries to be funded by non-USAID sources.

V. Preliminary Groundwork

23.  For the countries in which an in-depth assessment is to be conducted, the Regional
Managers generally initiate the process by sending a letter to heads of government departments
that employ and train employees responsible for the management of protected areas to formally
invite participation in the assessment exercise. Simultaneously, the BSP coordinator works with
USAID to obtain formal clearances from the USAID missions to conduct the assessment.

The _Initial Meeting

24.  Regional Managers arrange an initial meeting with a senior official, usually the Director,
at Departmental headquarters. If there is a person responsible for training statoned at
headquarters, that person is also contacted. The initial meeting may be an informal one where
the Regional Manager describes the PARCS project and requests informaton to be collected
and/or appointments made in preparation for a more formal meeting. A the formal meeting at
headquarters, a standard set of information is requested (ses General Information on Training
sheets), as well as the organizational structure for the whole Department and, if available, for

individual protected areas.



General Information on Training

For the PAM and FOD, the following information is requested:

--Minimum requirements for jobs

For subordinates to the PAM, the PAM, and FOD, the following information is requested:

--Job descriptions for each type of job (if available, collect)
--Training records? yes no Kept for which levels?

For subordinates to the PAM, the PAM, seniors to the PAM, the FOD, and the FOD’s seniors,
the following information is requested:

In-service training programs:
Listing of titles/description
How are they planned?
How are decisions made on who will be trained? ___ part of system personal inidative
credentials funding ____other
What is the basis for these decisions?
--General numbers of people trained per year

Formal wildlife training institutions:

Listing of institutions

How are decisions made on who will be trained? part of system personal
initiative credentials _____funding other

What is the basis for these decisions?
--General numbers of people traired per year

Other training opportunities (e.g., workshops, seminars):

Listing ot dtles/description

How are they planned?

How are decisions made on who will be trained? part of system personal
initiative credentials ____ funding ____other

What is the basis for these decisions?
--General numbers of people trained per year

--Existence of training coordinator(s) within department? yes no
If yes, what is the job descripticn?



.-Number of trainers
_Percentage of annual recurrent budget spent on training

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

--Training material provided to starr?
What kinds?

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

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

--What are the constraints to training?



25. At the formal meeting at headquarters, @ briefing is given on how the PARCS
questionnaire may be administered. The preferred strategy for conducting the questionnaire is
for the Regional Managers to hold interviews and discussions with PAMs and make site visits
to directly observe protected area management. The Regional Managers must, however, tailor
their approach to individual country circumstances. Options for conducting the questionnaire

are:

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

- Explain the questionnaire and leave it for the PAM to fill out on his/her own time;
- Explain the questionnaire in a workshop and have PAMs fill it out individually;

- Mail out the questionnaire; or

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

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

Meeting the FOD

27.  The Regional Manager may then arrange meetings with FODs during which they are
asked to complete the needs assessment questionnaire as an independent validation of PAMSs'
responses. [t is explained that by rating the general skill levels of PAMs in the FODs'
organization, training needs will be idenufied.

28.  The Kegional Manager may decide to discuss the FODs’ position and training needs.
This is intended to be an informal discussion. The Regional Manager presents the foilowing as
the main aspects of the FOD's job that may carry training needs:

Strategic planning

Development and compliance of policies, procedures. and standards
Representation of organization and public relauons

Planning optimal deployment of well-motivated competent staff

Development and achievement of operational plans and budgets

Planning for availability and optimal deployment of technical specialist services

from headquarters to protected areas

.O\Lh#ul\)r—-
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7. Ensuring availability of hardware and software necessary to achieve organization's
objectves, within budget
8. Managing concessions in protected areas

29.  The FOD is asked to verify that these are the key aspects of the job and to comment on
the list. The FOD is then asked what kind of training is needed to accomplish these tasks, what
are nis/her three priornity aining needs and the constraints to obtaining this training.

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

secuion.
V1. The Needs Assessment

31. A questionnaire approach was adopted for the needs assessment for the following reasons:

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

(if) The questionnaire provides a convenient tool to compare outside assessments of the
skills required of the PAM with the PAMs' perceptions of required skills;

(iii) The questionnaire provides a qualitative and quantitative means of assessing training
needs; and

(iv) The questionnaire lends itself well to standardized data extraction, manipulation,
comparison and analyses across and within the three regions of Africa.

32. A strength of the questionnaire is that it is not just 2 means of gathering information, but
it is a training tool in and of itself. The process of leading the PAM through the questionnaire
has been designed to stirnulate thought and discussion on the important facets of protected area
management. In and of itself, the questionnaire may well influence the way some PAMs look
at their jobs and their role in managing protected areas.

33.  All participants are allowed to keep a copy of the questionnaire upon completion. It is
anticipated that the interviewee will refer back to the questionnaire and continue to think about
the points raised and perhaps even use it to guide future work. In many African countries,
educational material is scarce and, therefore, highly appreciated. It is our intention that the
questionnaire will be a useful educational tool.
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Pre-Questionnaire Discussion

34. Before the questionnaire is filled out, the Regional Manager ° conducts a pre-
questionnaire discussion. In that discussion, the PARCS project and its goals and objectives are
described. The questionnaire is introduced as the PARCS team’s perception of the tasks, skills
and competencies required of an effective PAM. It is explained that the questionnaire is a tool
to help PAMs identify their own training needs. In their explanation of the PARCS process, the
Regional Managers strive to dampen any unrealistic expectations for follow-on activities.

1

35.  The Regional Managers then explain how to fill out the questionnaire. They explain that
the main divisions of the job are shown in rows A-K and that the first column shows
accountabilities and responsibilities associated with these main divisions of the job. The
respondent's first task is to read these responsibilities and accountabilities and add or delete
according to their own view of the job.

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

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

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

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

' While Regional Managers may uuiize surrogates Lo conduct certain portions of the PARCS assesament, the term Regional Manager
will be used throughout.
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xnowiedge of the subject in that column. Threy are also asked to list any additional taining
received past pimary school not recorded in row L on the blank final page of the questionnaire,
Finally, they are asked to list their three training priorities on the last page cf the questionnaire,

40.  Direct examples from the questionnaire are used liberally in the pre-questonnaire
discussion to help respondents undersand how the questionnaire should be completed.
Respondents are reminded to read the instructions carefully and to seek clanfication on any
words/phrases or instructions not clearly understood. Respondents are also reminded to
continuously refar back to the main divisions of the job as they go down the skills/competencie

b TRy

columns.

41.  Finally, respondents are reminded that accuracy and honesty are required in order to meet
the objectives of :he project and, therefore, the questionnaire is designed to be confidential and
anonymous. Moreover, Regional Managers emphasize to participants that the assessment will
not be used to assess individual training needs, but overall training needs throughout the
protected areas in a country or region. Hence, it should be understood that people have nothing
to lose/win by being anything but honest. Hence, there should be little reason for participants
to deliberately provide inaccurate data.

42.  Respondents are also informed that the approximate time it will take to complete the

questionnaire is 2.5 hours. The questionnaire was created in the word processing program Word
Perfect and has been produced in English and in French (see following Questionnaire).
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PROTECTED AREAS CONSERVATION STRATEGY (PARCS: TRAINING NEEDS ASSESSNMENT
Four oreanisavions, the Alrcan Wildlile Founaation, sVildiife Consersaton Internationan, Woeid Waldlite Fuad ang the
Bindisersity Support Program are working together onoa project caticd PARCS, One ot the mam aims of the Lot 18 to

idently the skills required for the job ot protected area manaeer and 1o assess the trining necuys.

To actieve this we have developed a chart of the tvpical skidls tcompeteneiest required 10 do the woh o protected asea
manager. We wouid like you to assist us by doing tao things:

® to check the appropriateness of the chart to sour job
® 10 assess vour current skill level for each component of the chart

Belore filling in the questionnaire please read evervthine thiroueh very carelully, This information will be confidentiai and
will be used to build up an analysis of the training requirements lor cach country in Alrica participating in the study.

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

® The first column shows 'accountabilitics and responsibilitics’ associated with cach division A-K. Please add any further
accountabilitics and responsibilitics specific to vour job by writing in the relevant compartment.

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

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

KNOWLEDGE (columns 2-7)

Knowledge has been grouped into four levels:

None has na knowiedee of subject matter indicated

Some awarcness of the subject and genceral applicability

Working  sufficient knowiedge to camplete routine tasks

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

BN

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

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

In the lelt hand box put the number which corresponds to vour view of the level of knowicdge needed 1o do the job
successfully.

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

eg. in ES:

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

charging and human rights
@l 3

Such an answer shows us that the person completing the questionnaire agrees that in-depth knowledge is nceded (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 cach column please complete the campartment (1) hy showing which [orm of training
Las contributed most to your knowledge of the subject in the column. These categories could include: Formal wildlife
training institutions (pleasc specify with dates), Other training opportunitics (cg. workshops, seminars), In-service (urmal
training (organisced by your department), On-the-job training (skills lcarnt whilst doing your job).



MENTAL AND SOCIAL SKILLS  columns 814

1 Mentat and social skills have peen erouped nto tour levels:

None ‘
Poor !
Sausfactory
(;ood

-l 1o —

We would like vou 10 go down cach column 3-14 and fill in the boxes.
First of all indicate whether cach skill is appropriate o your job by circling either Yes 1Y) or No (N).

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

eg. in F9:

determining truc causes of visitor
dissatisfaction & behaviour
AN @

Such an answer shows that this skill is required and the respondent has the required levei of skill to successfully compiete
this aspect of the job. Therefore 1n this particular case there 1s no identuified training need.

When you come to the bottom of cach column please compicte the compartmest by showing which forms of training have
contributed most to vour 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 vou to do is to answer three questions.

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

In order for you to kcep a record of vour completed questionnaires we are providing two copies of each section and a sheet
of carbon paper. The WHITE sheets (numbers 1, 2, 3 o 4) are to be returned aiter completion. You may keep all of the
COLOURED sheets. Once you have compicted the questionnaire please carefully tear off the four white shecis and return
them in the enclosed addressed envelope.

Thank you for helping us undertake this training nceds assessment. We appreciate your time and input.
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C Unsure financial and s Accountable andg responsibie tor all lastls honesty
accounting tnieenty of revenue generated ang dhshurcerment i |
the protecicd area (receved from headquaners and receipts) '
area e Respansinie for accurale sccounning !

. !

D Ensure development * Accouniable for development of anaual
and achievement of ian and budget of protected arca
tacuical plans and ¢ Responsibie for warking ithin the agreed
budgets and lan and budget
cor.tnbute to . rdenu[v strategic options in the protected
protecied area area and contnbute o strategic planning
strategic planming .

E Ensure that ail » Accountabie for enforcement of law and Honesty, toierant to others lMnding balance Tolerance 10 others |
activities sithin the regulation and ensunng sale practices points of view and understanding | poInIs ol view 10 :
protected area comply throughout the protected arca the needs of bnth minimize conthict
wath jas< and £l conservation and between protecied !
regulanions the invoived pacues | ares and others .

F F~sure onumum s Responsinie for ensunng that the nrgnest | Needs to i veeds o
levels of viutor levels of visttors senaces and practices demonstrate demonsirate beliet ia
satisfaciion under hissher junsdiction are mainlained commitment to alehity of inctuding !

. conservation ‘0cat commumities i
pratected arca ,
management and )
enterpnses inked to !
tourtem |

G [nsure agreed * Responsible (or design, implementation,
intervention and evaluation of intervention
programmes are programmes {0 mect conservation
compieted to budget objectrves in the protected area
and timelables .

Il I'nsuce harmontous ¢ Responcuble and accountabie for design
refattonships wath and implementanon of a programme 10
neighbounng achieve harmornious refations
communities e Responsible for instilling acceptance by

slaflp(o)f the mic of local communitics in
protected areca managemnt

.

I Be aware of research | ¢ Responsible and accountable lor ensunng | Must have an open mind to
actvities and progress that rescarch programme 1s 1 plemented | research findings
against plan according 10 the protected area

conservation objectrives and imetables “fust support mle of researcn

. 1% a component nf protected :

arca management :

J Represent the e Accountable {or ensunng that the llonesty, Integnty Demonstraled as Demonsirated as !
protected area and s protected arca 1s represented in every absolute absolute
tnteresis (n publ-e tble area Must make clear when
meetings . espansible for ensunng that the representing the protected area

information available about the protected | or a personal view
arca 15 up to date
. Must never cniicize the
organisation openly A

K Ensurc an appropnate | ¢ Responsible and accountable for design Honours conservation
balance between and implementation of resource objectives ol resource
fesource conservation management/protection stralcgies 10 meet | management plan
and use 1n the glrolccn:d arca conscrvation objecuives
protected arca .

esponsible and accountable for the
preparation, approval. and implementation
of a resource conservation management
plan for the protected area
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Phis chart indicates the prinapal attitudes of tie Job, AN we reaure i tat you asswer te tollowing guestions:

As g manaeer how do vou insnil:

5. work ethics?

b, commitment to conservation?

c. healthy attitudes to adjacent communities?

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

LANGUAGES

Do you speak a language understood by the lucal
commuaily adjacen( Lo vour protected area?

COMPUTERS
Do you use computers? If so, in what ways?



TRAINING PRIORITIES

Having compieted this questionnarre and thinking speciicatly ol the requirements ol sour joiv, wiat do sou think are von
three ereatest trnnmg needs? What form of tranung au vou tunk wouid De Best to address thiese necds tow ook, m
serviee. on-the-job, or uthers) !

1.
2,
3,
This questionnaire was completed by: ..., Title (no name nceded)
, Department/Section
Organisation
Country

Date: .evvrnennneens trererereeesaestsernarasns

How many years have you worked for your department/organisation?
[f applicable, how muny years have you been in charge of a protected area?

What is the conservation status of your protected area? (cg. national park, game reserve etc)

What biome is most representative of the protected area under your management? (please circle) montanc, savannah
marine, aquatic, dry forest, moist forest, desert

Are you ma'z [] or female []7 (Please tick appropriate box)

PARCS REF NO: Date received:

REST AVAN ADPLE rmee

S



PAST TRAINING
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Post-Questionnaire Discussion

43, The discussions that follow the administering of the questionnaire are designed to clicit
interviewees’ views on training and potential i:.novative ideas for training. The discussions
should flow freely, guided by the following questions:

L.

5.

6.

\What is your overall impressicn of the questionnaire?

Did the questionnaire teach you anything new about your job?

Are there any important aspects of your job not covered by the questionnaire?
Do you have any commients (positive or ,'egative) about the questions?

Has the questionnaire changed you idea of the role of a protected area manager?

Would you have identified (or did you identify) your training priorities differently

before reading the questionnaire?

7.

What are the strengths and weaknesses of the present training in your department?

Interviewers then lead a discussion of the different types of training (formal, in-service, on-the-
job, and other).

8.

How would you evaluate the quality of the training in your department? [s more

needed? Is better quality training needed? What are your suggestions?

9.

What kinds of training materials have you received? What is the source of these

materials? On whose initiative have you received these materials?

10. \What constraints other than training do you face in your job?

[1. What are your three priority needs to fulfill your mandate as a protected arca
manager?

A written subjective assessment of training within the department is then requested by the
interviewer,

44,  Atthe close of the session, the Regional Managers note how each questionnaire was filled
out and other relevant details on how the questionnaire was conducted, where applicable, such

as.

(a) Group size:
(b) Time taken to complete the questionnaire:
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(c) If interviewee is known to the interviewer:
- relevant details about the interviewee (e.g., experience, intellect, in what
capacity known, and how long known)
(d) Perception of overall level of comprehension of interviewees (including number of
questions asked):

Amplification of Responses

45. One-on-one discussions may take place as the questionnaire is filled out. These
discussions help the Regional Managers understand how well participants grasp the issues in the
questionnaire and help validate the responses. As the Regional Manager meets with PAMs,
he/she may collect a standard set of background statistics (see Background Information sheets).
Other questions are used as prompts to provide an indication of the quality of the responses
given to the questionnaire (see Indicative Information sheets). In addition, the Regional
Managers conduct on-site visits whenever possible and attempt to verify the validity of
responses.

46,  The Regional Managers also attempt to verify the data they collect by: (i) asking the
FOD to complete the questionnaire, assessing the skill levels required and the skill levels
attained, in_general, among the managers in the protected areas under their jurisdiction and (ii)
interviewing appropriate field associates {individuals working with relevant nongovernmental
organizations (NGOs) and other donors in the field) and asking them to complete the
questionnaire, again assessing the skill levels required and the skill levels attained, in general,
among PAMs with which they work.

47. The broad strategic recommendations from Phase I will be based on PAMSs’ perceptions

of their own skill levels. Systematic skill level verification has not been built into the Phase I
assessment but will be built into Phase II.
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Background Information

For Each Reserve

Nar 2 of Reserve

Size

Years in Existence

Last Change in Protected Status (Year, Describe)

Predominant Habitat Type/s (Use International Union for Conservation of Nature and Natural
Resources (IUCN) categories, plus marine)

Governing Institution: Name/s (Dept., Ministry)
Government? Non-Government? Parastatal?
Date of Last Change in Governing Institution

Funding Sources: Central Treasury?
Direct Revenue from Reserve?
Foreign Assistance?
Sources Amount this Year frcm Each
(This may be only relevant to national programs)

Technical Assistance: Source/s, Type, Amount

Does the Reserve Have:
A Protection Force No. of Reserve Employees
Biological Monitoring Program?___ No. of Monitors___
Community Liaison Effort?___ (Describe) No. of Employees_
Tourism Program?____ No. of Employees___
Safari Hunting Program?____ No. of Employees___
Research Program? (Describe) No. of Researchers___
Reserve-Level Training Program?_____ No. of Trainers_____
Annual Funding for Training
% of Annual Budget
Other (Specify)

Are Any of the Above Services Provided by Institutions or Individuals not Formally Part of
Reserve’s Organization

(e.g., education program visits by national or NGO groups, research by university personnel)?
Describe
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Briefly Describe Infrastructure Present (e.g., reserve buildings, number of
vehicles)

Personnel Information (At Reserve [ evel Only)

Describe Personnel Structure (use organogrant if possible):
Who is Highest Level Responsible? Next Level? Next....

For Each Different Staff Position (e.g., Chief Warden, Assistant Warden, Chief of Guards,
Tourism Officer, Education Officer,
Biologist, Administrative Assistant, Mechanic, Guard):
Title
No. of Persons
Responsibilities
(collect job description, if it exists)
Minimum Requirements for Hiring: Education
Experience
Skills
Actual Qualifications (answer with minimum and maximum for current staff in each position,
or actual numbers for
each staff person in the position):
Education
No. of Years Experience in Reserves __ _
No. of Additional Years Experience in Similar Work (outside reserves)

Need for More/Different Personnel in this Reserve? Y___ N___
Staff Positions Needed & No. of Persons for Each:
Highest Priority

Desirable

Need for More Training of Existing Personnel or Replacements as
Hired? Y__ N__
Type/s:

Highest Priority

Desirable
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Indicative Information

Technical

1) Are there any endangered species resident in the reserve?
What are they? (List)
What is their conservation status? OK, Threatened? Abundant? Rare?
Where found in reserve (habitat, geographical location)?
If threatened, by what?
How do you know?

2) Does tourism in reserve have any impact on wildlife:
Positive impact? Y__ N__ What?
Negative impact? Y___ N___ What?
How do you know?

3) Are there species present in reserve that are important ecologically?
Which?
In what way? What role do they play?
If their number were reduced or eliminated, what ecological results might occur?

Management

1) What do you look for in hiring a good guard?
What procedure is followed if an employee is not working satisfactorily?
What if he/she continues to work unsatisfactorily?

2) What kind/s of contact do you have with the public:
Local?
National?
International?
How important is contact with each of the above?

3) Do you personally write/do:
Annual reports? Y___ N___ Other personnel who do
Other regular program reports? Y__ N___ Other personnel
Budget reports? Y___ N___ Other personnel
Accounting? Y___ N___ Other personnel
Guard scheduling, supervision? Y___ N___ Other personnel
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rategic Plannin

1) Does the reserve have a management plan? Y__ N___

In progress_____ Planned____
Date of formulation Date of last revision____
Is the plar used? Y___ N___ Somewhat___ Comments
[s .. effective? Y___ N___ Somewhat___ Comments

2) What plans/reports are regularly produced? (e.g., program, budget,
patrols, visitor, research, education)
Verify (ask to see and keep latest copies)

Legal
1) What is the legal status of reserve?
2) What activities are illegal within?

3) Is any extraction legal (renewable or non-renewable resources)?
What?

Financial
1) Are regular reports compiled? (verify and keep)
2) Are procurement and accounting done by the same or different people?

3) Who must sign for disbursements/payments?
How is this recorded?

29



VII, In-Country Training Qpportunities Assessment

48.  The Regional Managers conduct country-by-country surveys of insdtutions that provide
training programs and opportunities. The Regional Managers use the questionnaire responses
to help identify training sources that have been used by people who become PAMs, and then
collect the following data on each training institution or program (see Training Institution's
Background Information sheet). All available iraining materials and curricula are collected from
the various training sources.
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Training Institution’s Background Information
Name
Years in Existence

Type: Governmental Non-Governmental Parastatal Other

Supervising ministry, department, institution
Estimated annual program budget
Funding Sources: Government: Y__ N___ Dept.
Course/Admission Fees
Fee/Completion of Program
Foreign Assistance? Y __ N__
For Each: Source Amount this Year

Technical Assistance? Y N
For Each: Source, Type, Amount

Technical Fields Covered in Training:
Mark "E" if field is a primary emphasis (1-2 fields only)
Mark "I" if field is included, but not primary
Wildlife Biology Extension/Education
Reserve Management Tourist Operation
Policies/Procedures Other (specify )
Legal Planning
Forestry
Business:
Administration
Planning
Financial Planning
Personnel Management

Number of Different Programs within Institution

For Each Different Program;

Type/Technical Fields (see above)

Years in Existence

Length of Training Program

Frequency of Offering this Program: Continuous____ Yearly

Other Regular Interval (specify)

Irregularly (specify)
"Degree" Conferred
Admission Requirements: Education Experience

Other (specify)
Subjects/Course List/Themes
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Methods Used: Class Instruction Practical On-Site Other

(specify)
Pre-service In-Service__
Follow-Up: Y__ N___
Individual Evaluation____ Supervision In-Service___
Program Evaluation: Y___ N___ Date
Number of "graduates"/session, cycle or number/year

Number of Graduates: This past year
During past 5 years
During history of program
Full-Time Trainers:
No.
No. Years with this Program
No. Years as Trainer Elsewhere
Background: (answer with maximum, minimum, or numbers for each
trainer if possible)
Highest Educational Degree/Training
From which Institution/Program?
Number of Years Practical Experience in Reserve

Where?

Current Curriculum;
First Developed (date) By Whom?
Date of Last Revision By Whom?

Informational Materials Used:
Text? Y__ N___ Name, Author
Training Manuals? Y___ N___ Name, Author
Other (specify)

History Following Training:(Define base number of graduates and time period being considered
-- e.g., total number completing last training session: 12; total number completing training in
last 5 years: 67 -- then answer following questions, given these baselines)

Number Getting Jobs in Field of Training:

___ From Last Session _____ From last 5 years
Average tenure (number of years) in Reserve Management:
__ From Last Session ~ __ From Last 5 Years

Number Currently Working in Sector:
__ From Last Session ___ From Last 5 Years
___ Ttal (no time limitaticn)
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49. In order to make preliminary assessments of the training sources, any av-‘lable
evaluations or reports on the training sources are collected. Trainers may also be asked to fill
out the questionnaire in order to help evaluate the level of skill being taught in various courses.
In addition, trainees (even though they may not be PAMs) may be asked to fill out the
questionnaire to assess whether a course or program has accomplished training to a certain level
(See ~'*ernative instructions for training institutions). Regional Managers will use PAMs’
responses on the questionnaire and other information gleaned from the needs assessment to
assess how well PAMs are being trained.
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PROTECTED AREAS CONSERVATION STRATEGY (PARCS: TRAINING NEEDS ASSESSMENT
Four oreanisations, ine Atncan A ddhife Foundasen, Waldhifc © ocervanion iniernatonat, Sorld SWidhfc Tound and the
Biodiversis Supporte Proeram are worsang togetier oo projed cated PARCS One of the minn aims ot the progect is to

ddentdy the skalls required for the joby ol protected 3rea mumager and Lo assees (he (FANINg needs,

To acineve this we have doseioped o ciart of the topead shails icompetenaess required 1o do the job of proteaed arca
amanaver. We wouid Ike vou o gegst gs by e o tings:

® 1o check the appropriateness of the chart
® 10 assess the jevel of knowiedee tauent in 4 speafied course at vour institute

Before filling in the questionnaire plcase read everahing throueh very carefullv. This information will be confidential and
will be used to build up an analvsis of the training requirements for each country in Africa participating in the studv.

The atiached chart has 17 columns and 12 rows.
® Rows A-K show main divisions of the job.
® Row L will be used to identify the parts of the training course which are relevant to the columa above.

® The first column shows "accountahilitics and responsibilitics” associated with each division A-K. Plcase add anv further
accountabilities and responsibilitics specific to the jub of protected area manager by writing in the relevant
compartment.

® Columns 2-17 show the competencies associated with the job in terms o1 knowiedge (2-7), mental skills (8-11), social
skills (12-14) ana attituges (15-17).

You wil rotice that some compartments are blank. These do not need to be filled in,

KNOWLEDGE (columns 2-7)

Knowicdge has been grouped into four levels:

None has no knowledee of subject matter indicated

Some awareness of the subject and general applicability

Waorking  sufficient knowicdege to complete routine tasks

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

Rl ) e

n/a = not applicable in present job. Pleasc indicate vour knowledge level.

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

In the left hand box put the number which corresponds to vour view of the level of knowledge needed 1o do the job
successfully.

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

eg. in ES:

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

charging and human rights
K &)

Such an answer shows us that the person completing the questionnaire agrees tha* in-depth knowledge is needed (4 in the
left band box). By putting 3 in the right hand box the respondent has idenufied the level of training provided.

When you come to the bottom of each column please complete the compartment (L) by showing which part of the training
course contributes most 1o the knowledge of the subject in the column.

(PARCS INST)
FEST AVANL 4B, - Cory



MENTAL AND SOCIAL SKILLS  columns 3-14)

Mental and socin skills have peen grouped into lour levels:

None

Poor
Satisiactory
Guood

o

We would like you to go down cach column 3-14 and fill in the boxes.

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

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

determining true causcs of visilor
dissatisfaction & behaviour

cg. in FY:

@N

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

When vou come to the bottom of cach column piease compicte the compartment by showing which part of the training
course contribules most to the skills in the subject of the column,

ATTITUDES (columns 15-17)

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

If you do not understand any of the questious in this questionnaire please leave the boxes empty and move onto the next
question.

In order for you lo keep a record of your completed questionnaires we are providing two copies of each section and a sheet
of carbon paper. The WHITE shzets (numbers 1, 2, 3 & 4) are to be returned after completion. You may keep ali of the
COLOURED sheets. Once vou have completed the questionnzire please carefully tear off the four white sheets and return
them to the person organising this component of the PARCS project.

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

oy Biodiversity
AR % Wil Support
' Program

wWCi WWF

(PARCS INST)



TRAINING PRIORITITS

Having compicted this auecnonmnre ang thinkine spectticaily of the requirements ol & protected area managecer,
of tenig <houid be focused on oot this instiete’

snaloarcas

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

This questionnaire was completed by ...coomrrrnrecvirnnreennseeneniinnne, Title (no name needcd)
Department/Section
Organisation/Institute
Country
Date: ..
PARCS REF NO: Dale reccived:

(PARCS INST)
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50.  As time permits in Phase I, the Regional Ma:iagers also conduct a survey of possible
training opportunities outside the institutions and programs already being utilized. Training
opportunities in the country or at least in the region are sought that are cost-effective, efficient,
local, culturally sensitive, on an appropriate scale, and that use local languages. Regional
Managers visit such sources as: professional associations, employers’ associations, consulting
firms, universities, trade associations, accountancy firms, government institutions, tour/travel
companies, hoteliers and hotel training schools, national institutes of management, law societies,
and business management institutes.

51.  Inorder to complete this part of the training opportunities assessment, Regional Managers
first assess the data gathered in the region and determine the probable areas of need based on
preliminary trends observed in the data. For each training need, possible sources of training are
listed (for example, cee below). Then, a few training needs are chosen for further information
gathering.

Needs: Opportunities:
Bookkeeping Clerical school
Accounting firm
Industry
Personnel management Business school
Management consulting firms
Industry
Tourist management Hotel school

Business school
Tourism and safari companies

Law Law school
Law firms
Infrastructure Engineering firms

Department of roads training center
Strategic planning Business school

Consulting firms
Industry
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52.  The following are four major categories of institutions that have the potential to provide

training:

Training Institutions:

Research Institutions:

Private Institutions:

Business Schools

Hotel Schools

Law Schools

Public Works Training Centers
(road building, vehicle maintenance)

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

Law Firms
Accounting Firms
Construction Firms
Vehicle Repair
Facilities maintenance
Hotels

Safari Companies
Tourism Operators
Travel Agencies

Development or Conservation Projects

53.

Regional Managers interview fairly senior members of chosen institutions. If training

is not presently offered, they enquire whether they investigate future training possibilities.
Regional Managers explain that PARCS is looking for non-traditional sources of training and
information is being gathered cn existing training institutions and private firms with expertise
in that field. If they are interested in the concept, Regicnal Managers pursue additional
information (see Alternative Training Opportunities Questions).
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Alternative Trainin ortunities Questi

For Training [nstitutions

What is the objective of your institution?

Who are your students, where do they come from, why do they attend?

How is the school structured?

Degree? Course Structure? (e.g., full-year, partial, seminars, workshops, fieldwork)

Who are your ixstructors? What experience and education do they have generally? Do they
work outside the institution?

General description of the curriculum

Where are the courses held? Many locations or one central location?

Is there field-based training, internships? (i.e., in a hotel, in an accounting firm)

Do you ever offer courses/seminars to outside groups (e.g., non-matriculated students, visitors)
Would you be able to provide limited training to PAMS on certain topics to meet their needs?
Could the training take place in the parks or would it have tc take place in your facilities?
Could PAMS attend existing courses part-time or would tk :y have to taks the whole program?
Could they only take one course?

How much would it cost? Are there government rates? Could it be free?

Do you have country orientaticn (e.g., Uganda Hotel school) or regional orientation (e.g.,
Mweka)?

Are you a private or government affiliated institution?

Do you receive donor assistance (financial or technical)?

For Private Companies

How does your staff get trained now?

Fermal training (e.g., law school, business school)

On-the-job/in-service

Seminars/workshops

other? outside?
Do you provide any kind of in-service training? To whom? All levels? Could outsiders be
brought into this system?
Do you ever provide training outside of your firm? Seminars? Workshops? ~ourses?
Do you know of anyone who does in your field?
Would you as an individual or your colleagues or staff be interested in providing semi-formal
or informal training to PAMS in your field (e.g., seminars, lectures, field courses, refresher
courses)?
What might it cost? Possible pro bono, government rates?
If not training itself, would you be willing to provide advice on addressing training needs in a
cost effective, culturally sensitive way? (Efficient training that tikes PAMS away from their
jobs the least amount of time possible.)
Do you have affiliates in other countries, in the region or internationally?
Do your staff speak the local languages?
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How long have you existed?

For Research Institutions

Do you train/instruct students or is the institution devoted purely to research?

[s the institution private or connected to the government somehow?

If you do training how is it organized? (Degree, partial degree, in conjunction with a university
or school, seminars, lectures)

Do people come to learn from the outside (courses, lectures, informal)?

What training has your staff received at which levels? Receiving now?

Would you be interested in providing formal or informal training to PAMS either at your
institution or in the field?

What would it cost, Government rate? free?

Do you have international or regional affiliations?

How long have you existed and expect to in future?

Development or Conservation Projects

What are the objectives of the project?

Do you provide training/instruction to staff assistants/local people? on-the-job, organized in-
service, send them away for formal training?

Do outsiders ever come ‘o the project for either formal or informal training/learning
experiences?

Do your technical sta®“ ever lecture, or instruct outside of the project?

Would you be interested in providing formal or informal training to PAMS either at your project
or as a visiting lecturer?

How long is your project expected to last? How long will the experts remain in the field?

Do you already have any connection to a protected area system?

Could you provide training consistently, regularly or only when there is time?

What would it cost?

Do your staff and/or Principle Investigators speak the local languages?
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Z4.  The information gath ced on aiternative training opportunuties wiil be uulizea in Phase
'I of PARCS.

VIII. Qut-of-Country Training Opportunities

35. BSP is building a database of selected training opportunities in West Africa and the Sahel
and other training opportunities outside of Africa. \When Regional Managers discover training
opportunities i1 countries outside their region, they notify the Regional Manager in that region.
As the Regional Managers discover training opportunities outside the three regions (e.g., West
Africa, the U.K., the U.S.), they notify BSP to do the follow-up investigation. A catalog or
training opportunities and resources will be available from BSP at the close of the project.

IX. Follow-Up Aclivitics

6. Regional Managers individuailv determine, on a case-by-case basis, whether to complete
° entire assessment in one lengthy trip to the country, or to complete the assessment in {wo or
more trips.

57. Before lecaving a country and depending on the particular strategy agreed for the
assessment, the Regional Manager may hold a final meeting with the senior official(s) at
headquarters to brief them on meetings and to elicit comments on training in general and the
PARCS project in particular. Depending on USAID desires, the Regional Managers will also
brief USAID on their activities in country.

58.  \When second vizits are made to a country, the Regional Manager will bring senior level
people involved in the assessment up-to-date on the progress of PARCS and report on any early
trends in training priorities identified from a preliminary analysis of the questionnaires and
training opportunities examined. They will also trv to take any tollow-up action requested.

59.  Regional Managers submit menthly reports to BSP. These reports are circulated to the
other Regional Managers and members of the core team.

60.  Regional Managers are in frequent contact with each other, the core team, and the BSP
coordinator through telephone, courier, and fax. Meetings for the Regional Managers and
meeting for the entire PARCS team are scheduled throughout the course of the year.

41



61.  Copies of the final report will be distributed to all organizations/departments who
participated in the project.

XI, Data Organization and Analvsis

62.  Datasheets for the questionnaire have been developed in Wordperfect (see following Data
Sheets). Each Regional Manager transcribes the data onto the data sheets. These data sheets
are then be sent to Nairobi for data entry. Data entry will be done throughout the life of the
project.

PARCS Reference Number

63. A reference number system has been designated for each completed questionnaire. This
system involves a unique number/letter combination and will allow for the sorting of data by
several factors (e.g., country, biome, organization). The reference number consists of nine
compartments and is filled out according to the instructions on the following page.
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PARCS REFERENCE NUMBER Unique code for each individual questionnaire made up or
8 compartments.

T2 3 1 35 6 7 3

Compartment 1: I letter, 4 numbers
Regional Manager initial (D,A,or M)
Way questionnaire was administered (1-7)
Number of questionnaire (001-999)

Regional Manager

1. Explain questionnaire to PAM/FOD and fill out with Regional Manager nearby

2. Explain questionnaire to PAM/FOD and leave to fill out on own time

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

Consultant

4. Explain questionnaire to PAM/FOD and fill out with consultant nearby

5. Explain questionnaire to PAM/FOD and leave to fill out on own time

6. Explain questionnaire to PAM/FOD at workshop and fill out individually with consultant
nearby

7. Send out questioniaire by mail

Compartment 2: Position in organization of person being interviewed 1 nu aber (i.e., 1-9)

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

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

Field Operation Director (FOD) filling in questionnaire for PAMS
FGD (filling in questionnaire for own job)

Trainer at a formal training institute

Research Officer

Field Associates (NGOs/Aid Agencies)

PAM working in the private sector

O oo~ N o DI —

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

Compartment 4: Country (2 letter code)

Ethiopia ET Zimbabwe ZW  Burundi BU

Kenya KE . Zambia ZA Cameroon CM
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Somalia SM Botswana BO Congo CO

Tanzania TN Mozambique MZ Rwanda RW

Uganda UG Malawi MW Zaire ZR

Zanzibar ZN Swaziland SW - Lesotho LE

Compartment 5: Years in service 3 columns. 1 letter, 2 numbers (i.e., A-D 01-99)
A: 1-5 years of service No. of years as a PAM

B: 6-10 years of service No. of years as a PAM

C: > 10 years of service No. of years as a PAM

D: not applicable No. of years as a PAM

In cases where respondents do not indicate the number of years they have worked for their
organization, or the number of years as a PAM, these spaces in the Reference Number should
be left blank.

Compartment 6: Conservation Status 2 numbr column n=10-80
(using IUCN Management Categories as listed in McNeilly & Miller, 1984)

Secona column is filled in if two protected areas are managed. Default is blank. If trainer is
filling in tne form: XX. If respondent is not working in a protected area (e.g., HQ) leave both
columns blank.

Category 1. Scientific Reserve/Strict Nature Reserve

Category 2: National Park

Category 3: Natural Monument/Natural Landmark

Category 4: Nature Conservation Reserve/Managed Nature Reserve/Wildlife Sanctuary
Category 5: Protected Landscape/Seascape

Category 6: Resource Reserve

Category 7. Natural Biotic Area/Anthropological Reserve

Category 8: Multiple Use Management Area/Managed Resource Area

Compartment 7: Biome 2 letter cole
First column is representative habitat. Second column is secondary/ower (default is blank).

M: Montane F: Dry Forest

S: Savanna w: 10ist Forest
O: Marine R: Regional/national
A: Aquatic X: If trainer filling in the form

Compartment 8: Gender | column

Male: O Female: 1

\ 0>



Data Sheet A

64.  This data sheet allows the additional accountabilities and responsibilities that are
identified to be compiled. The Regional Manager keeps a running total and codes according to
compartment. These additional accountabilities and responsibilities will be reviewed to assess
whether there are any common additions or if additions are country specific. This data will be
used to validate the "accountabilities and responsibilities” section of the questionnaire.
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PARCS DATA SHEET A

Parcs Ref. No:

Compartment
No: Al to Kl

Additions and:or deletions to

l *Accountabilities & Responsibilities’




Data Sheet B

65.  This data sheet focuses on knowledge. Questions are numbered from the first one in
compartment B2, down the columns to question 64 in K7.

Column A is aiready determined by the levels of knowiedge in the questionnaire. These are
already filled in.

Column B is the response in the left-hand box.

Column C is the response in the right-hand box

For Columns B and C, 0 = n/a, | = none, 2 = some, 3 = working, and 4 = in-depth.
Column D (A-B) is calculated by computer.

Column E (B-A) is calculated by computer.

Column F is either A-B or B-A. whichever is the positive value. This is the validation of the
questionnaire. The bigger the number in this column, the greater the difference in perceptions
between the developers of the questionnaire and the respondent as to the skill level needed to
do the job of a PAM successfully.

Column G is A-C, the training need measure based on the PARCS skill level. In other words,
if the questionnaire indicates that, for example, in-depth knowledge of relevant laws is required
(4), but the respondent irdicates that he/she only has a some knowledge of these laws (2), then
a training need according to the PARCS team has been identified (calculated as 4 - 2 = 2; a0
or negative value would indicate no training need).

Column H is B-C, the training need measure based on the respondents’ skill level. In other
words, if the respondent indicates that, for example, working knowledge of relevant laws is
required (3), but the respondent indicates that he/she only has some knowledge of these laws (2),
then a training need according to the respondent has been identified (calculated as 3 - 2 = 1,
a 0 or negative vaiue would indicate no training need).
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Data Sheet C

66.  This data sheet is for "Mental and Social Skills". Questions are numbered 1 to 69
starting in A8 and going down the columns to K14. In the tirst column. the Regional 2{anagers
enter 1 for ves or O for no. The skill level column is tu be filled in with a 1 (none), 2 (poor).
3 (satisfactory), 4 (good). The figure 1 or 2 indicates a training need: a 3 or 4 indicates no
training need.
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Data Sheet D

67.

This data sheet is for attitudes. The columns are coded according to the tollowing

seneralized attitudes expressed by project participants.

Al

Al

A6.

AT.

A8.

A9.

AlO.

AllL

Al2.

Bl.

B2.

B3

[nstilline Work Ethics

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

showing hard work and dedication through example

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

showing understanding . hen taking disciplinary measures

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

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

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

never criticize organization openly
[nstilling commitment to conservation
showing dedication to national, regional and lccal conservation objectives

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

demonstrating the importance of conservation in relation to human needs
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B4

B5

B6

B7

B8

B9

B10

Bl1

B12

Cl.

C2.

C3.

C4.

Cs5.

C7.

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

participating iu the design, implementation and analysis of etfective law enforcement
programs

teaching protected area management that fully covers conservation concept

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

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

teach cost and benefits of conservation

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

providing necessary working tools

reward parks or conservation areas with outstanding conservation records

Instilling Healthy Attitudes to Adjacent Communities

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

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

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

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

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

seeking ways in which tangible benefits can accrue to communities without jeopardizing
the area’s conservation objectives
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Data Sheet E

68.  This data sheet pulls together the information on languages and computer use. Language
responses are coded as Y (ves). N (no). or B (blank). Computer use responses are coded as Y
(yes). N (no), or B (blank) and then 1 or O under uses tor WP (word processing. AC
(accountingsbudgeting), and DA (dara analysis).
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PARCS DATA SHEET E:

LANGUAGE & COMPUTERS

hev: 3 =Blank WP =varanrocessing

O accouniing pudgcts

SR I RTWERTINT IR B

1 ar o

| ! Language |
|

Computer uses

!

| Parcs Ref No-

YorN
or B

YorN !

WP

AC

DA |

-

l
! or B
!




Data Sheet F

69.  This data sheet looks at the three training priorities identified by the respondents and
categorizes them into the compartments of the questionnaire. The categories are A-K and 2-17
as on the questionnaire: 18 is other. “Vhen the figure 18 is filled in a column. 4 comment must
be added in the far right column as to what "other” is. Tick marks are made whether the
training is F (formal), I (in-service), J (on-the-job), or O (other). When more than three training
priorities are listed, only the first three are recorded.
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PARCS DATA SHEET F: RESPONDENTS’ STATED TRAINING PRIORITIES

key: 18=other

(fill in details under comment)

Limit of 4 rows in each priority

Parcs Rel. No:

2

3

2-18

AK|{F|I]JjO

2-18|AK|F]I1]|J]O]2-18

=¥

F

113 | 0] Commnient

RS I =Formal I=Inservice

~

J=0n the job

O =0ther




Data jheet G

70.  This data sheet summarizes training aiready received as described in compartment L and
uses categories 2-17 as on the questionnaire.

71. Column 18 is for the name of an institute where known (a two-letter code is used) and
column 17 is for details of the course (2-letter code is used). This primarily refers to formal
wildlife institutes (i.e., those that will come under 1) and will allow Mweka/Garoua graduates
to be pulled out. The type of training is divided into five sections:

1. Formal wildlife institute (e.g., Mweka)

2. Other tormal training (e.g., seminars. workshops)
3. In-service

4. On-the-job

3. Other

If a respondent does not indicate what their course at a formal institute was (e.g.. diploma or
certificate) a dash is inserted in column 19.

72. [n order to be able to record how recently the respondent has graduated from an institut=,
four c=ctions have been put within row 1. This information is requested on the questionnaire.
If a respondent does not indicate a specific date. "no date" is marked. As no dates are requested
for the other types of training, there are no subsections in rows 2, 3, or 4. Under 5, however,
other training is identified if it is deemed relevant. In this data sheet records are only made with
al. Inrow 6, B is used to indicate that a blank was left in this compartment of row L (but
other compartments in row L are filled in); a Z is used to indicate if all of the compartments in
row L were left blank.

73. Column 20 is for other. A Z in column 20 will indicate that respondents were not asked
to record additional training on page 4 of the questionnaire. A B indicates that respondents were
asked to record their additional taining on page 4 of the questionnaire. but the page was left
blank. Column 21 is used for institute and column 22 for course.
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PARCS DATA SHEET G: SUMMARY OF TRAINING RECEIVED

PARCS Rel. No:
key: 1=formal wildlife institute, 2=other formal traimng, 3=in-service, 4=on-the-job, 5=other (Fillin 1 or )
B=blank in row L Z=zcro e in Row L
Type of . Institute l Course Institute l Course
tralning Knowledge Mental & sociul skills Attitudes 2 letier code Other I letier code
21314156 718]°9 10 | 1 12 113114 ] 15 16 | 17 18 19 20 Y n
1. 1 B T

0-2 yrs -

3-5 yrs —
6-10 yrs T
> i) yrs
No Date T

2.
3.
4.
s.
(specify)
6.
BorZ B

gl



Analvtical Questions

74, Data generated by the training needs and training opportunities assessments will be used
to answer a suite of overarching questions. These questions are listed below and are divided into
broad. general categories of enquiry each with a subset of subordinate. specific ones.

What are the responsibilities of a PAM? Are these responsibilities universallv recognized?

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

What are the responsibilities recognized by PAMs?

How do PAMSs’ perceptions compare with PARCS’ perceptions?

How do trainers' perceptions compare with PARCS’ perceptions?

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

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

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

What are the overall constraints?

What is the importance of training in overcoming constraints?

Are PAMs skilied to the level judged bv this training needs assessment ! satisfactorily do their
job? Where are the deficiencies?

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

Are there differences | .tween biomes in the technical knowledge of PAMs?

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

What is the existing training that has been received by current PAMs?
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Comparisons of types ot training received by PAMs. in respect of vears ofr service. that
has contributed most to gaining skills.

Does training received cover all major requirements’

How well does existing training prepare PAMs? Dces type of
training received reflect the degree of preparation tor requirements’

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

What do training programs aim for?

Assessments of Field Operations Directors (FODs)

What are the responsibilities of senior management positions (1.e.. FOD)?
What kind of training has been received in these areas?
What are FOD training priorities?

What turther training is required?

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

Where are the bigg ~st gaps perceived by others?

What are the con.raints to training?

What present programs could be restructured/enlarged to include training opportunities tor
PAMSs?
Are there other appropriate training opportunities that have not been utilized?

75.  Regional reports and an integrated final report of the findings of the Phase II assessment
will be produced in September 1993.
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ANNEXE 2:

TRAINING OPPORTUNITIES ASSESSMENT
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Institutions used by DNPWM for the training of Assistant

PAMs and PAMs

Mushandike College, Zimbabwe

University of Uppsala, Sweden
University of Guelph, Canada
University of North Wales, UK
Strathclyde University, UK
Lancaster University, UK
University of Bergen, Norway
Witwatersrand University, RSA
University of Alberta, Canada

University of Wales, UK
University of California, USA
Humberside College, UK
Stirling University, UK
Colorado State University, USA
Aberdeen University, UK

Oxford University, UK
Frostburg University, USA

Regional Aquaculture Centre, Nigeria
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TABLE 3:

2.3.4c PAMs’ Measure of Agreement: PARCS validation score

Zimbabwe
Total % of combined scores of -1,0.1
Question ]
COMPETENCY No Question Competencv
average
Technical ] 10D
2 100
3 100
4 100
5 100
6 100
7 100
8 100
9 71.4 98.3
10 100
i 100
12 100
13 100
14 100
15 100
16 100
17 100
Management 18 100
19 429
20 100
21 100
22 100
23 100 88.6
24 100
25 100
26 100
27 42.9
Planning 28 100
29 100
30 100
R 100
32 100
33 100
34 100 95.2
35 100
36 42,9
37 100
38 100
39 100
Legatl 40 57.1
41 37.1
42 100
43 100
44 100 78.3
45 57.1
46 100
47 100
48 333
Policy 49 100
and 50 100
Procedures 51 100
52 100
53 100
54 100 100
55 100
56 100
57 100
58 100
Financial 59 100
and 60 100
Accounting 61 100 100
62 100
63 100
64 100
Total sample: n=9 Asst PAMs & PAMs combined: n=7

Overal

% accuracv

score

93.4

¢
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TABLE 4:

analvsis: Knowledre average scores

2.3.4d  Own score validation
Zimbabwe
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TABLE 6:

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

COMPETENCY

MAIN (% of respondents)

DIVISIONS 9 10 11 12 13 14

A

B 14.3

C 14.3

D 14.3 14.3

E 14.3 14.3

F 14.3

G 14.3 14.3 14.3 14.3

H 28.6

| 42.9 14.3 14.3 14.3

J 14.3 14.3 14.3 14.3

K 14.3

Total sample: n=9

Asst PAMs & PAMs combined: n=7

t



TABLE 7:
2.3.7a.1 Current Mental and Social Skill Level of Asst PAMs & PAMS: Low Skill Levels

Zimbabwe
COMPETENCY

MAIN (cumuiative score of all 1&2 responses)

DIVISIONS q 0 10 " 0 03 4 Total

A ) 1

B | I

Cc ! ]

D ! 1 2

E 1 2 3 6

F 1 1 1 2 5

G

H 1 1

l 3 | l 3 8

J 2 1 1 3 3 10

K l 3 . ! 5

Total 1 10 7 6 | 10 4 40
Total sample: n=9 Asst PAMs & PAMs combined: n=7

W



2.3.7.a2 Current Mental and Social Skill Level of Ass PAMs & PAM

Average % of Low Skill Levels: Zimbabwe

T12,2%

1.1%

Competenc
28,9% Hs
Ho
110
N11
H12
[l1s
14

Total Sample: n= 9 Ass PAMs & PAMs combined: n=7


http:2.3.7.a2

PAMs vs Validators Mental and Social Skills :Average scores
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FIGURE 7:

2 .3.8b PAMs Methods To Instill Commitment to Conservation

Zimbabwe
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5 3.8c PAMs Methods To Instill Healthy Attitudes to Adjacent Communities

Zimbabwe
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FIGURE 9:

2.3.9. PAMs Language Skills

Zimbabwe
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FIGURE 10:

2.3.10a PAMs Computer Skills

Zimbabwe
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2.3.10.b PAMs Computer Uses

Zimbabwe

100

Percentage of responses

20 |

WP AC DA
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Total Sample:n=9 (Ass PAMs & PAMs:h=7)



TABLE 10:

2.3.11 PAMs identified Training priorities:
Zimbabwe

MAIN DIVISIONS

COMPETENCIES

Blank

3 4 5 6 7 8

9

10

11

12

13

14

15

16

17

Totals

£

v

T jolmim|o|[0]|lw |»

—

Ll

K

Totals

(%)

Total sample: n=9

'}(\

Asst PAMs & PAMs combined: n=7




TaBLE 9:

2.3.12 PAMs training received:
Zimbabwe
TYPES OF TRAINING
Campetencies (Dot if training has occurred)
Formal Formal In On- Other
wildlife Other Service the-job
2 ] »
(a) 3 - .
4 ] [ ]
Knowledge 5 s ]
6 ™ ]
7 = » ]
8 = [
{b)
9 n [
10 | -
Mental and 11 L K
Social Skills
12 o "
13 ] .
14 o =
) 15 n »
Attitudes 16 - "
17 n »
Toral sample: n=9 Asst PAMs & PAMs combined: n=7




2.3.12d PAMs years since formal wiidlife training

Zimbabwe
6-10 years
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2.3.12.9.1 PAMSs training that has contributed most: n=1-9

Jimbabwe
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FIGLRE 11:

2.8.112@.2 PAMSs training that has contributed most: Nn=6-10

Zimbabwe
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FIGURE 12:

2.8.1.2.9.8 PAMs training that has contributed most: n>10

Zimbabwe
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2.3.12.g.4 PAMSs training that has contributed most: n>10 and lraining also received i last O yis
Zimbabwe
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TABLE 8:

2.3.12h Training needs identified by gap analysis for PAMs & asst PAMs

Zimbabwe.
COMPETENCIES

MAIN
DIVISIONS Knowledge Mental & Social skills

2 3 4 5 6 7 8 9 10 1l 12 13 14
U |
B 2 ]
C 1
D 1 1
E 1 1 1 1 1 2 3
F 1.5 2 1 1 1 1 2
G 2 1
H 1 1 1 1
I 1 3 1 1 3
J 1.5 0.5 1 2 1 1 3 3
K i AT T T . 1 3| o 1

Total sample: n=9 Asst PAMs & PAMs combined: n=7



2.3.12¢ Training needs identified by gap analysis for PAMs & asst PAM.s

Zimbabwe.
COMPETENCIES

MAIN
DIVISIONS Knowledge Mental & Social skills

2 3 4 5 6 7 8 9 10 11 12 13| 14
A 110 - 01
B 012 : G/1
C 1/0 0/1
D _ 1/0 01 011
E 0N - on mn 0/ o1 | 012 63
F ms | o | on 0/1 o1y ony on 02
G 012 0/1
H 0/1 0/1 | on 01
I 0/1 o3| o} ot 053
J 0.5 aosne ] 005 o o 0/2 o | on| o3 03
K on | - {ons| ' on| onl. 1 1 oon

Total sample: n=9 Asst PAMs & PAMs combined: n=7

Identified training priorities: represented by italics
Total gaps: represented by normal numbers



