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SECTION 1: 
PROTECTED AREA CONSERVATION STRATEGY (PARCS)
 

1.1 INTRODUCTION
 

Protected Area Manacers PAMs) , -he decision makers in the field, 
olav a crlticai role in the overall functioning of Africa's
 
orotected area system, the last safeguard of the continent's rich
 
bioloaical biodiversity. Protected area management is becoming
 
an increasingly comulex task, requiring tecnical skills relating
 
not only to wildlife and :ourism, but to management, planning,
 
law, colicies, finance, and accounting.
 

Traditional wildlife -raining inrst:utions and programs used to
 
devecoD PAMs' skills cenerailv have not keot cace with the
 
increasing demands c: :ne PAM's coo. Furthermore, courses
 
offered at leadina wiodi:= institut!ons such as Mweka College,
 
in anzania, and Garcua Z3sleae, in Cameroon, are often too
 
:heoretical, academic, sroad-cased, and host-countrvi habitat
speci::c.
 

The capacity for institutions to train and develop trainina
 
programs therefore needs to be strengthened. :n addition,
 
creater access to :raining opportuniies should be made avaiLable
 
to PAMs.
 

The PARCS project seeks !o address these issues by undertaking an
 
assessment of trainina needs, prioriies, constraints, and
 
opportunities for PAMs in three reaions of sub-Saharan Africa
 
(east, central, and southern). The outcome of the assessments is
 
expected to provide the basis for establishing regional pilot
 
training programs and developing a broad series of
 
recommendations for training protected area management staff, to
 
be implemented in Phase :I of the project.
 

This report focuses on general trends found during PARCS Phase I
 
activities in southern Africa, including Botswana, Malawi,
 
Mozambique, South Africa, Zambia, and Zimbabwe.
 

1.2 METHODOLOGY
 

Phase I of the PARCS project was conducted from August 1992
 
through December 1993, and involved an evaluation of training
 
needs, priorities, constraints, and opportunities of PAMs in the
 
countries listed above.
 

The main tool of the training needs assessment was a
 

questionnaire (Annexe i) designed at a workshoo in Nairobi during
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PAMs, but also
 
The questionnaire was delivered not only to 


Field CoerationE
other categories or staff (Assistant PAIMs, 

and Regional PAMs who supervise PAMs, Research
 Directors 'FODs] 


ere included in :he assessment

Officers and Training Officers) 


ur groups was served to
 as well. -hlusion of 'he Latter 

:-e evaluations, and also
calance and validation to
r.i.e some 

non-PAN cer•ectives.
to clean v:ews on training from otner, 


:n-depth -raining needs assessments, including cuntry visits,
 
conducted _n Botswana,


intervews and questionnaire analvses were 


Maiawi, Zambia, and Zimbabwe.
 

Due to the unsettled Colitical climate in Mozambiaue at the -ime,
 

limited to interviews with relevant
assessments were 
 _ena

orofessionals in the ccnservation/prOtected area management 


who were based in Maputo; no questionnaires were handed ouL
 

:n South Africa, a training opportunities assessment 
was
 

undertaken by compiling a list cf all institutions offering
 

training in wildlife and/or oroteczed area conserva,-ion 
and
 

management.
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1.3 PARTICIPATION RATES
 

The distribution of completed questionnaires is shown in Table 2.
 

-able 1 Number of completed questionnaires ,n Botswana, Malawi,
 
Zambia and Zimbawe during ?ARCS Phase i
 

zlersons completing Questionnaires
 
Country PAMs/Asst. Regional Research 

PAM ?AM FOD Officer Trainer 

BOTSWANA 8 2 1 

MALAWI 11 2 1 2 

ZAMBIA 6 _2_ 

ZIMBABWE 2.0 2 

Data generated by the training needs and training opportunities
 
assessments has been used to answer a suite of over-arching
 
questions which address the main points outlined above.
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SECTION 2:
 

TRAINING NEEDS ASSESSMENT
 

2.1 SIMLARITIES BETWEEN COUNTRIES WITHIN THE REGION
 

The following discussion is limited to Botswana, Malawi, Zambia
 
the subject of in-depth
and Zimbabwe, all of which were 


assessments.
 

2.1.1 Competency
 

Botswana, Malawi and Zambia all identified 'Policies &
 
two of
Procedures' and 'Financial & Accounting' skills as 


their three most important :raining priorities.
 

'Technical', 'Legal' and 'Management/Planning' skills were,
 

respectively, the third priority for each of these
 

countries.'
 

Zimbabwe stands out in this comparison by having no training
 

priorities at all among the six Competencies considered
 

under 'Knowledge' (Table "-:. The only questions (on the
 
two or more in skill
questionnaire) that recorded gaps of 


needed for the job and actually
levels perceived as 

possessed by the respondents were included in the analysis
 

:n Table 1. 7or Zimbabwe, none of the respondents indicated
 
that their skill levels were more than one category of
 

knowledge below what they considered to be the necessary
 

skil level for the 7o. 

Table 

Competency 

(Knowledge) Botswana Malawi Zambia Zimbabwe 

Technical * 

Management * 

Plann-na * 

Legal * 

Policies & * * 

Procedures 

Financial & 
Accounting 

shown to have four priorities
Please note that Zambia 4s 

because two of these priorities-- Management and Policies &
 

were ranked equally during the analysis.
Procedures--
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2.1.2 Main Divisions of the Job
 

Main Divisions of the Job dealing with Management
 
Interventions and Community Conservation were identified by
 
Botswana, Malawi and Zambia as areas with priority training
 
needs (Table 2).
 

For Botswana, :nfrastructure and Research, were ranked equal
 
third in priority, giving Botswana four training priorities
 
in all.
 

The other priority for both Malawi and Zambia was Visitor
 
Services.
 

Again, Zimbabwe did not identify any priority training needs
 
overall for Knowledge Skills in Main Divisions of the Job.
 

Table 2
 

Main Divisions of the Job
 
(Knowledge) BO MW ZA ZW
 

A: Staffing
 

B: Infrastructure
 

C: Accounts
 

£: Tactical Plans
 

E: Laws & Regulations
 

F: Visitors * * 

G: Interventions * * * 

H: Communi'y Conservation * * * 

I: Research * 

J: Public Relations
 

K: Resource Conservation
 

2.2 PAMS' RESPONSIBILITIES
 

The general responsibilities of a PAM are set out in the
 
questionnaire, where the Main Divisions of the Job (rows),
 
and Competencies <columns), describe in the broadest sense,
 
the principal responsibilities, skills and accountabilities
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2.3 

associated with the protected area management within the
 

region. Due to potential differences between countries as
 

to the scope of responsibilities, provision was made in the
 

to add or 	delete areas of
quest ionnaire for PA1LIs 

responsibility they felt appropriate or inappropriate 

to
 
or
their jobs. There were no significant additions 


deletions, and the conclusion can be drawn from this that
 

a fair reflection of a PAM's skills
the questionnaire was 

and duties.
 

However, the lack of additions and deletions to
 

responsibilities and accountabilities under Main Divisions
 
in fact indicate a consensus on the
of the Job do not 


a PAM's skills and duties in all four
recognition of 

countries. Post-questionnaire discussions with PAMs and
 

interviews with Regional PAMs and FODs showed that the
 

consensus was false.
 

Whereas an agreement on the responsibilities of PAMs in
 

Malawi, Zambia and Zimbabwe was reached, the situation in
 

Botswana was quite different. In Botswana PAMs do not hold
 
their colleagues in neighborinG
the same respcnsibilities as 


The structure
countries; rather, they have very many fewer. 

(DWNP) is
of the Department of Wildlife & National Parks 


such that 	PAMs in the Division of National Parks & Reserves
 

to do with management & conservation, and research
have less 

& utilization; these major ccmponent3 of protected area
 

management are the responsibility of other Divisions wiznin
 

This major difference has implications for
DWNP. 

recommendations on appropriate training for PAMs in
 2
 
Botswana.
 

Why PA.Ms did not add or delete responsibilities on the
 
one reason might have been that
questionnaire is not clear; 


they
they recognized all responsibilities listed as ones 


ouaht to have rather than ones they actually had.
 

Constraints on Meeting Job Responsibilities
 

The major 	constraints on PAMs meeting their job
 
are mainly linked to lack of funding and,
responsibilities 


associated with that, inadequate infrastructure to develoo
 

and provide appropriate in-Service training frr PAMs to meet
 

the needs o; their jobs. The cost of sending staff to Mweka
 

College or other universities is prohibitive, and
 

opportunities to do so are most often linked to donor-funded
 

projects or to NGO support.
 

see the Recommendations
For more 	information, please 


section of the PARCS Botswana Country Report.
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Zimbabwe trains it own PAMs in-country at Mushandike; but
 
the other three countries rely heavily on Mweka College
 
where recently, dissatisfaction has grown over the quality
 
of training received there.
 

2.4 Recomendations
 

It is recommended that institutions like Mweka College (and
 
to some extent universit-es) should be looked upon as venues
 
for basic training in protected area management skills.
 
Once those skills have been learned and put into practice in
 
the field, it becomes important that PAMs continue to
 
receive periodic refresher, or professional development,
 
courses to keep abreast of latest developments and
 
techniques in skills they need to achieve the management
 
objectives set out for their protected areas. This is where
 
in-Service training should come in.
 

The effectiveness of any protected area authority training
 
program will depend on three key attributes: a Training
 
Officer (TO), a Training Plan (TP), and the maintenance of
 
Training Records (TR) , the last being very closely linked to
 
the second (TP). The absence of any of these attributes acts
 
as a constraint on an authority's abil-ty to address skills
 
deficiencies n its prctecued area management staff.
 

The most important attribute is the Training Plan, defined
 
here as a structured program that operates on a are-set
 
timetable to ensure all protected area management staff
 
receive adequate and appropriate training firstly, to assume
 
their posts, secondly, to ensure that professional
 
development and refresher courses are offered regularly, and
 
thirdly, that monitoring and evaluation of training programs
 
is undertaken.
 

None of the countries in the southern Africa assessments had
 
training plans, but all had training records. Only Zimbabwe
 
and Botswana had (what they considered to be) TOs, but whose
 
activities fell short of implementing training plans and
 
designing and running :n-Service training, two crucial
 
functions of Ts.
 

Very often, training is opportunistic and ad hoc, being
 
closely tied to donor aid packages, so it is hardly
 
surprising that autnorities have difficulty in establishing
 
an effective program. However, it seems that even the
 
'concept' of a TP is a major obstacle. For too long the ad
 
hoc approach has been acceptable and has now become
 
3ntrenched in the training "thinking" of many authorities.
 

Training Plans need to be developed for all authorities and
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implemented by a professional Training Officer whose mandate
 

includes ensuring job responsibilities are met through
 

appropriate and adequate training courses through formal
 

chanrals, In-Service training (ideally, the responsibility
 

for which alo lies with the TO) and carefully-selected
 
opportunities for On-the-Job training.
 

Nine countries in the PARCS survey do have TOs, although in
 

many cases their responsibilities are limited to keeping
 
at
training records and participating in teaching courseE 


national wildlife training institutions.
 

Linkages between TPs, PAM jcb descriptions and protected 

area management plans need to be firmly established. All 

protected areas should have managem-nt or master-plans which 

clearly define the areas' conservation objeccives in 

sufficient detail to be able to pinpoint any specialized 

skills needed of PAMs assigned t ) implement che plans. This 

is the first step, the development of a properly functioning
 

management tool, the protected area plan, upon which PAM job
 

descriptions are based. Once job descriptions have been
 

dra-i. up to suit the skills requirements needed to implement
 

the plan, then the training plan/program should be utilized
 

to provide necessary skills enhancement in areas that,
 

without such training, PAMs would be unable to carry out
 
All too often, training
their responsibilities effectively. 


is not linked to job responsibilities simply because their
 
(and
are no job descriptions for PAMs; job descriptions 


hence skills needs) must be linked to protected area
 
set out in area
conservation/management objectives as 


master-plans.
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List of Acronyms 

ARTS/FARA: Office of Analysis, Research and Technical Support/Division of Food, 
Agriculture, and Resources Analysis 

AWF: African Wildlife Foundation 

BSP: Biodiversity Support Program 

FAO: United Nations Food and Agriculture Organization 

FOD: Field Operations Director 

IUCN: International Union for Conservation of Nature and Natural Resources 

NGO: Nongovernmental Organization 

PAM: Protected Area Manager 

PARCS: Protected Area Conservation Strategy 

PARTS: Policy, Analysis, Research and Technical Support 

SADCC: Southern African Development Coordination Conference 

USAID: United States Agency for International Development 

WCI: Wildlife Conservation International 

WWF: World Wildlife Fund 



Glossary of Terms 

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 I. 

In-service Training: Short-term training (less than 6 months) organized by an ii.dividual's 
employer (e.g., parks department) that is undertaken during an individual's term of service. In
service training may be e 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 also 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 
(PAMs), the decision makers in the field, play a critical role in the overall functioning of these 
areas. In recent years, a number of observations 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 mai..,gement, planning, law, policies, 
finance and accounting as well. 

o Traditional trainin- 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 upportunities 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 r-otected 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 



or to evaluate the merit of the training offered with respect to currenttraining being offered 

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 
The assessnent involved structured questions thatCoordination Conference (SADCC) region. 

included a series of functions commonly undertaken by wildlife agencies. Top management was 

having high, medium, or low significance within their overallrequested to rank these as 
were divided into skills needed to execute them. One of the mainoperations. These functions 

that outside assistance should focus on middle orconclusions of the Child and Sefu report was 
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 levels of field staff. The findings of the Child and Sefu report provided 
On the whole, however, the report doessome relevant and useful data for the SADCC region. 


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 way.. First, it 

embraces a participatory approach in that 	 the assessment allows protected area managers 
manager, (ii) assessthemselves to: (i) determine the skills required for the job of protected arez 

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 
to match these needs. Finally, the assessment coversexamines a wide range of opportunities 

thus enabling findings across countries andthe bulk of southern, eastern and central Africa, 

regions to be compared and facilitating the cross-fertilization of ideas and initiatives.
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II. 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); 

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

(iii) 	 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
I) 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; 

(ii) 	 assess present skill levels; 

(iii) 	 determine the types, amount 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 I will be used to guide the development of appropriate 
to test models of effective

in each of the three regions in Africa
pilot programs for training 

structure3, and teaching methodologies for training (years 2 -5). At the 
approaches, Progra 
conclusion of the project, specific training approaches will have been tested and a broad series 

area management staff will have been developed.
of recommendations for training protected 

M. The Proces
 

9. The PARCS project is managed by the Biodiversity Support Program (BSP) and 

implemented by a collaborative group of three nongovernmental organizations: The African 

Wildlife Foundation (AWF), Wildlife Conservation International (wCr), and World Wildlife 
leads PARCS in southernFund (WWF). AWF is the lead organization in east Africa, WWF 


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 
Research and TechnicalInternational Development (USAID) through the Office of Analysis, 

Support/Division of Food, Agriculture, and Resources Analysis (ARTS/FARA) prc-ect for 

Policy, Analysis, Research and Technical Support (PARTS). 	 Supplementary funding has been 

provided by WV/F, with AWF, WCI, and WWF contributing staff time to the project as well. 
from its expertise and experience with relatedEach of the collaborating organizations draws 


ongoing activities in the field to enhance the PARCS assessments.
 

11. 	 The PARCS proiect is led by a U.S.-based core team consisting of Kate Newman of 
Regional Managers representingBSP, Cynthia Jensen of WV/F, and Amy Vedder of WCI. 

WWF (Michael Dyer), and WCI (Annete Lanjouw) are conductingAWF (Deborah Sne!son), 
n the field. Barbara Ptkin of BSP coordinates the overall activiies of.he PARCS assessments 

the collaborative group, while Deborah Snelson provides field coordination of PARCS activities 

from the AF office in Nairobi. Tim Resch is the USAID technical manager for the activity. 
Data analysis with Panacea software is being c=.ed out by Vitis VWafula of AWF. 

12. 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, 

Dyer, Annette Lanjouw and Deborah Snelson.and attended by Barbara Pitkin, Michael 
Following the workshop, the methodology was reviewed by a number of key members of the 

of wardens from several
conservation community in Kenya and Zimbabwe and a sampling 

in southern Africa conducted a real assessment or
Afr-'can countries. The Regional Manazer 
traning needs in Mfalawi between 13 September and 2 October. The methodology was also 

Further
reviewed by the core team in September and amended in light of those reviews. 

review for the project held in Harare,
revisions were made following the mid-term meebing 

December 8 - 12, 1992. The Regional Mlanagers conducted a data analysis
Zimbabwe, 

A second data workshop in Nairobi is scheduled for
workshop in Nairobi March 15 - 19, 1993. 
May 24 - 28. 
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IV, Target Grouos and Geographical Focus 

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

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 mossible and desirable, the assessment will be broadened to include the 
level of management above the PAM (i.e., Field Operations Director (FOD) at departmental 
headquarters). 

15. 	 It is also recognized that in many cases, the job of PAM wul 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 i:.dividuals 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); 

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

(iv) 	 Field Operations Director (F )D); 

(v) 	 Trainers/lecturers at wildlife institutions where PAMs receive training; and 

(vi) 	 Research Officers 
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17. 	 The PARCS assessment is intended :o cove. as m,.y ccuntes in eastern, cer.tr.l and 
product s'.ouid provide a comprehensivesouthern Africa as possible. In this way, :ne ena 

over a sizeable portion of the continent.assessment of the training needs and oppor.,--nies 

Practical realities, however, will inevitably dictate that in-depth assessments can only be 

done in some counmes, limited assessments in others, and no assessments in yet others. In18. 

involve in-country site visits and follow the methodology described in thisdepth assessments 
Limited assessments involve more cursory assessments, often conducted from outsidedocument. 

the country using means available (e.g., limited use of the questionnaire through selective 

interviews and mailings, colection of baseline data through te!ephone interviews, and literature 
searches). 

19. The practical realities that dictate where assessments are conducted inciude, but are not 

limited to: 

(i) government cooperation 

(ii) USAID concurrence.,cooperaion (for those counmes being assessed with USAID 
funds) 

(ii) civil war/unrest 

(iv) relative importance placed on a country's biodiversiry and protected area 
other countries in the region 

(v) potential for follow-on actvities. 

20. A preliminary categonzauon of countries has been mace. These categorizations may 

change as the assessments progress. Decistons regarding pnonrues for the use of time and funds 

among these countries are the joint respons-bility o"Regtona,. Managaers and their respective core 
team members. 

21. The preliminary categorization of countries is as follows: 

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

Limited Assessments: Somalia 

Centra Afrca 

In-Depth Assessments: Burundi, Cameroon, Congo, Rwanda. Zaire 
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In-Depth Assessments: Botswana. Maawi, Zambia, Zimbabwe 

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

22. All countries given in-depth assessments will be considered potential pilot countries for 
Phase I. It is recognized that only USAID-assisted counmes whose USAID missions have 
indicated that natural resource activities are a priority will be eligible for USAMD 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 g "".:nment 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 Nfeetin2g 

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 stationed 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 information to be collected 
and/or appointments made in preparation for a more formal meeting. At the formal meeting at 
headquarters, a standard set of information is requested (see General Information on Training 
sheets), as well as the organizational structure for the whole Department and, if available, for 
individual protected areas. 
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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) 
Kept for which levels?-Training records? yes no 

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

In-service training programs: 
Listing of titles/description 
How arr they planned? 

part of system ____personal initiativeHow are decisions made on who will be trained? 
credentials funding other 

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

Formal wildlife training insi.ions: 
Listing of institutions 

made cn who will be taned? part of system ___personalHow are decisions 

other
initiative credenniis fundina 

What is the basis for these decsions? 
--General numbers of ceopie ,-ned per year 

Other training opportunities (e.g., workshops, seminars): 
Listing of tidles/description 
How are they planned? 

part of system _ ersonal-How are decisions made cn who will be trained? 
initiative credentials funding other 

What is the basis for these dec:sions? 
--General numbers of peo. .:...edper year 

--Existence of training coordinra:or(s) within depar'-ment? . es no 

If yes, what is the job desc.-tcn? 
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--Number of trainers 

--Percentage of annual recurrent budget spent on training 

--List, by donor, the amount of donated funds devoted to training, per annum and over last five 
.,ears 

--Training material provided to staff? 
What Icnds? 

--Any form of bonded service a-.:er 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? 
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25. At the formal meeting at headquarters, a briefing is given on how the PARCS 
quesionnaire may be adminirered. The preferred strategy for :onducting the questionnaire is 

for the Regional Manaer 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 flu it out individually; 

- Mail 	out the questionnaire; or 

- Use a surrogate (e.g., consultant, colleague) to do one or more of the fi.r t 
options. 

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 tr 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 assesiment questionnaire as an independent validation of PAMs' 
responses. It is explained that by ating the general skill levels of PAMs in the FODs' 
organization, training needs will be identified. 

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

1. 	 Strategic planning 
2. 	 Development and compliance of policies, procedures, and standards 
3. 	 Representation of organization and public relations 
4. 	 Planning optimal deployment of well-motivated competent staff 
5. 	 Development and achievement of operational plans and budgets 
6. 	 Planning for availability and optimal deployment of technical specialist services 

from headquarters to protected ar as 
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7. 	 Ensuring availability of hardware and software necessay-v to achieve organization's 
objectives, within budget 

8. 	 Managing concessions in protected areas 

'9. The FOD is asked to verify that these are the key aspects of the job and to comment on 
:he list. The FOD is then asked what kind of training is needed to accomplish these tasks, what 
a:e hisiher three prior.:y aining needs and the constraints to obtaining this training. 

30. 	 After the initial 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 
secuon. 

VT. The Needs Assessment 

3I. 	 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; 

(ii) 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 a 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 stimulate 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 guid,; 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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Prt-Ouestionnai=e Discussion
 

is filled out, the Regional Manager I conducts a pre
34. Before the questionnaire 

are 
In that discussion, the PA.RCS project and its goais and objectives 

questionnaire discussion. 
as the PARCS team's perception of the tasks, skills 

described. The questionnaire is introduced 
It is explained that the questionnaire is a tool 

and competencies required of an effective PAM. 

to help PAMs identify their own training needs. In their explanation of the PA.RCS process, the 

Regional Managers strive to dampen any unrealistic expectations for follow-on activities. 

The Regional Managers then explain how to fill out the qu-stionnaire. They explain that 
35. 

shown Ln rows A-K and tbat the first column showsarethe main divisions of the job 
of the job. Theassociated with these main aivisionsaccountabilities and responsibilities 

to read these responsibilities and accountabilities and add or deleterespondent's first task is 

according to their own view of the job.
 

Respondents36. The instructions for completing the boxes in columns 2-7 are then given. 


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 

to assess their own level of knowledge in this area. In the
the right-hand box, they are asked 

it should be made clear that the questions do contain prompts
discussion of columns 2-7, 
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 

It is useful at this juncture to show how the data will be extracted from the left- and 
see fit. 

right-hand boxes to indicate whether there is a training need (see para 65).
 

Respondents are asked to
37. The instructions for completing columns 8-14 are then given. 

read each competency anL -rst indicate whether they think it is required to do the job of a PAM 

are .hen asked to indicate their own level of ability in this area.
successfully. Respondents 

then given for the questions immediately following the questionnaire.3. Instructions are 

It :s explained that columns 15-17 should be read to help spark ideas in answering the questions 
adjacent communities. 

on work ethics, commitment to conservation, and attitudes towards 
some thought and there are

Respondents are told that these are difficult questions that require 

no wrong or right answers to them questions. The language and computer questions are then 
with respect to working with local

explained; the importance of language is explained 

communities. 

39. Respondents are told that when they come to the bottom of each column they should 

form of training (e.g., formal wildlife training
complete compartment L by indicating which 

training, on-the-job training, or other) has contributed most to their
institutions, in-service 

conauct cerurn poruorn at LhePARCS uMUfmsout. the term Rcgioa Mtauger 
'While Regional Managen may uulLza surm Legsto 

t',ilbe usa Lthrou lhaA. 
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knowledge of the subject in that column. They are also asked to list any additional training 
received Past primary school not recorded in row L on the blank final page cf the questionnaire. 
Finally, they are asked to list their three training priorities on the last page of the questionnaire. 

40. Direct examples from the questionnaire are used liberally in the pre-questionnaire 

discussion to help respondents understand how the questionnaire should be completed. 
Respondents are reminded to read the instructions carefully and to seek clarification on any 
words/phrases or instructions not clearly understood. Respondents are also reminded to 
cc,nUn-ously rber tack to the man divs:ons of the job as they go down the skills/competencies 
coiumns. 

41. Finally, respondents are reminded that accuracy and honesty are required inorder to meet 
the objectives of :he project and, therefore, the questionnaire is designed to be confidential and 
anc lymous. 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 loseiwin 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 inthe word processing program Word 
Perfect and has been produced in English and in French (see folowing Questionnaire). 
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I'ROrECTI-) 	AREAS CONSI-IZ\ \ [(N ;-IRIT(; 1'.\I1WS: I RAINING NEEDS \SSI-SS\-EN". 

ind 

[;odicritv Support Pr r m are '.±.iKll1U it'rm t-.ixl,, .S -,tie main aims iithe jct-i is Ioi 
i r ,,reaa l ins. iic \trican , hidllfcF imimJ.l l .. ,hlifc , I.nn lnicr.atii'nai.i Wi.,rd Fiudlileind the 

.r Ci, I1,ri,CCt r'M )11c i rh 

.dcntify tlhe skills required fir ihc pd (,Iproiectcd .irca ni;naucr and ti 1,",;cs ile training ncctlI.
 

T, achieve this wc have dcvcloped a chart Of the t,.pical skills tcoinpetencies) rcquircd to do thc joh of pritlcctcd area 
malnagcr. We would like you it)asmvt us by dnmii, t%.i tfiiiii,: 

* 	 to chcck thc appropriateness of the chart it our jio) 

* 	 to asscss your current skill Ilesel f r cach component If tlie chart 

Blefore filling in the questionnairc please rc.ad escr,linu hrotiih very carefully. This information will bc confidential and 
he used to build up an analysis of the training requirements for each country in Africa participating in the study. 

The attached chart has 17 columns and 12 rows. 

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

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

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

* 	 Columns 2-17 show the competenctes associated with your job in terms of knowledge (2-7), mental skills (8-1 I), social 
skills (12-14) and attitudes (15-17). 

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

KNOWLEDGE (columns 2-7)
 

Knowledge has been grouped into four levels: 

1. None has no knowledge of subjcct matter indicated 
2. Suome 	 awareness of the suhjcct and general applicability 
3. Wor-ing 	 sufficient knowledge to complcte routine tasks 
4. 	 In-depth a breadth and depth of knowledge which enables initiative to be taken in 

non-routine situations 

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

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

In the left hand box put the number which corresponds to ouir ,icw of the level ifknowledge needed to do the job 
successfully. 

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

eg. in E5: 

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

Such an answer shows us that the person completing the questionnaire agrees that in-depth knowledge is needed (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 (ifeach column plcasc ciiiplctc tIle compartmcnt (L) by showing which form of training 
has contributed most to your knowledr, of the mbiect in the column. These categorics could include: Formal wildlife 
training institutions (pleaSe ;pccify w.ith dates), Other training opportunities leg. workshops, seminars), In-service formal 
training (organised by your department), On-the-job training (skills learnt whilst doing your job). 



NIENTAL A.N) SOCIAL SKILLS columns -14) 

Mentai and social skills have r'cen grouped into four levels: 

I. Nionc 

2. Poor 
3. Satisfactory
 
4L Good
 

We would like you to go down cach column 8-14 and fill in the boxes. 

First of all indicate whcther each skill is appropriatc to your job by circling eithcr Yes (Y) or No (N). 

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

eg. in "9: 

determining true causes of ,isitor 
dissatisfaction & behaviour 

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

Whern you come to the bottom of each column please complete the compartment by showing which forms of training have 
contributed most to your skills in the subject of the column. Use the categories de.scribed before. Please List the most 
important one irst. 

ATrUDES (columns 15-17) 

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

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

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

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

Biodiversity 
AW ISupport 

' WWF Program 

'1; 



\lain 0- in, Ml the Joh 	 i. \crnunillv iri , , !rhlr
al\,llhf., r11r.'m, 

I 	 'lur* 5.ii lItSt~ ii ,a .I.,• lt,n ve-..11.h~, 1ii 4.rl'l r 

-i,IiCsriro,'ri* I - tOr ' ,inItc ln ' htmc,, 

t 	Ensure appropfiate I Responsitilc And ccnufa maintienancc. Construction. silln.malenallr orking knowedge ol infrastructure. 

nfrlisiructure witltfi repair. reharMlhlation and conlruction etc
'udget * Recommending additional facilitics
 

C 	 Ensur finactieal and • Accountlable and reironsirile for all revenue 
accounting itegrity of the generated and dinbursement (received from 
pr.%eetcd area headquarters and receiptIs 

* 	 Responilble for accurate accounting 

D 	 Fnsure development and v Accountable for development of annual plan
ach-evement of actical and budgtt of p' tected ama 
plans and hudgdgtS and * Responsible for working wtthtn the agried plan 
Co."lute to proleced and budget 
area strategic planning * 	 Identify strateltic options in theprotected area
 

and contribute to strategic planning
 

E 	 Ensure hat Ill activities * Accountable for enforcement of law and In-depth knowledge rf safe practicea with rupee to wldlife - [ 

within he profteced @re regulation and cn uing sale practices 
com lv _Ith laws and throughtout the protected area In-depth knowledge of techniques of anti-pteehing 1E1Cregialalions 

F Fnnure npillmum levels of * Reironimle for en'tunnitthal the hiehIct leveil In-depth knowledge o v'isitors' erpecialtmfl [ E 
.siior satisfaction of vivitors Ierwin and practices under hl/her 

ursdiction are maintained In-depih kn.wledge of protected area infrastructure Icchnotue-t. 4ite 
* 	 deign and analysis 

In-depth knowledge of interacticon between touris and local ares 

G 	Ensure agreed interventinn * Responsible for design. Impinlentation. .nd In-depth knowledge of intervention needs, techniques a"d implicattons
(tit. earlyburning, problem evaluation of interention programmes to meet 
3nImal control) conservationlecttves ii the protcted area 

are completed c 
programmes 

'o budget and timelbles
 

If 	 Ensure iirmninous * Responsible and accountAble for design and Worktng knowledge of extension methodology 
rc tlionshtns with implementation f a programme to achieve 
neighbouring communities ha.-monious rations come knowledge nfcultural and hilorical contest lit the lrcmitn f 

* 	 Res ponrile for (or instilling acceptance by protected area 
staf of the role of local commutities in 
protected area management 

I 	 B3eaware of research 9 Responsible and accountable for ensuring that Worktng knowledge of research methodologies E E 
activilies and progress research programme is implemented according
 
against plan to the protected area conservation objectives Worktng knowledge of the role of research in meettng consevatiOn
 

and timetables objectives f7
E E 

J 	 Represent the protected * Accountable forensuring that the [rlCected Up-to-date working knowledge 0allAlctiities within the protected
area and its interests in 	 ars. is represented in every posib e area area [] IE 
public meetsngs * 	 Resosible forenauring that the information
 

ailable aout the protected area isup t0 date In-depth knowledle of the conic. of the protected area in the
 
* 	 regionalInattonaliglabal arena [ E 

an appropriate 	 lipoK 	 Ensure * tble and accountablc for design and In-depth knowledge of IyTes, loclions, trends and requirements of 
balance between resource impfmentation o4 resource management / important natural and cultural resources in theprotected area] M 
conservation and use in the protection stralteg3 s to meet protected area 
protected aesa conservation objectrvs In-depth knowledge oftps,Ilocations, trends and requirements of 

* 	 Responstble and aceovntable for the threatened and endemic fauna and none and the key species of the 
preparation. approval. and Implementatlin of a ecosystem. [] M 
resource conservation management plan for the 
protected area Working knowledge of ens-minmental Impaie analy-ts techniques 

Working knoledgIe of survcy and montronn techniques E m 
IliId daitsriilerttot/anayst) IT E 

L 	 I tntng received 

LI 



iJtftiitften 


.,.ri~fli.q knuwicudge illSuper% jory 

-ni la4wlcutc of human
 
eic ,C5:sicn n chla i their
 

c,41iullk)n or wlorthLd Jlob.salarly 

$truciuring. raining needs analvnii I 

Working knowledge of [] E 

Wurkling kntwlcwi of principles ut 

sioc.k coilroland prixurcmen 

Working knowledge of how applyit) 
pteciwve maonienancW 

Working knowlcdge of managemcnt 
ind acLonimodAllon and catering 
(ac~lillics under proi icc arca 
juns4i.tion [ 

Working knowlcdge uf projecl Ib 
manageientlC r7 

In-,Jclh knowledge UI protected 
area v people conilict mana .ment 

(. 


Working knowledge of the concept 
ufpublic relations and method.ls of 
dealing with the media EJ (2 
Sume knowledge of obligatory role 
laticnuancel at metilnp and 
awarcncss ol activities around the 
prucctcd arc expedient to attend 

i. I'I.jnliiigiR ' I4-l i5. llhcI"Jil.tifs.llIi'tru(t'durqt I lrc-unhlI 

-irkingki i-i,-jiU i ,cuulng .,I loi l.in knuw4cdge ill 

E, 	 E] E E[7 prii.aacs.i 

l 

Worlking knu-icul: oIl1,o me knu-icdge of tn-dcplh knowledge of 

rlilning 	 for /conlracl 1d. maintenanceE ~-w*riting coniracis to construction policies
suouUnlracursl 	 procedures and standards 

and procurement 
prousme F] _]__ 

Woirking knuwle.ge oi fnancial Working knowledge of Working knowledge of
planning 
 accounting polKEnd accounting and principles of 
0 	 proceduresinternal control 

Working knu.icu4.e o pl.nning. 	 Working knowledge o

budg Cting nu ounirol overall stiaegies and 

E E] direction of hit/her
organisation (natioal 
conserva tionpo inj 

In..-.iin knuiedge 01 pairot In-depth knowledge of In-depth knowledge of
planning ncus rclevani laws and policies and proceduresIZErcgulitions te g. 

fre rms, arrest. 
11.1(in nu manrinhns_ 

In-depii knowledge ot lcchniques Working knowledge of In-dcpth knowledge of Working knowledge of

in dcveloping iung dnd Shon-crm contract law as 
 vistlor policies and keepingj recorf of Visitor

itoilr plalis applicable to procedures numbers and keeping
conceaionaircs and reeiph
"Miols 0: 0 	

M u3 

10 

In-depth kno-iegi of job In-depth knowledge of In-depth knowledge of
 
planning [ 
 relevant laws and policies and pnocedures 

regulations [M] related to intervention 

Working knowicage of now to Some knowledge of In-depth knowledge of Working knowledge of recorddevelop a conimunilv conservation laws relaied to policies and procedures keeping for financial 
plan community related to community dibur ,nents to local(2 (2 ,development 	 (2 (2 conservation (2 El communities (2 02

In-depth knowledge
of records of resource use or 
reaource shared - bothfinancial and in-kind 
distributions (2 (2 

Some knUwledgfe of development In-depth knowledge of Working knowledge o Working knowledge ofof resfeatch plan (or the protected legal aspects of 	 research polics and budget & allocutions for 
ares 	 colleciing/cxiporing procedurets (-" rc.rfh activltles( 2 	 (D2r-matenals & specimens 

In-depth knowledge of In-depth knowledge o 
the legislation regarding the public relaijons
protected areas policies, procedures and

0 	 (2 pruictices (2]( 
Some knowledge of the
laws of slander and 
libel (2 

Working knowledge of resource Working knowledge of how 
conservation management to estimate costs forplanning techniques and implementation of resourcemeihodologcs (2 (2 conservation management
In-dcplh knowledge of plan recommendations
how to dcve co and implement ] ]

protected area mdndKement 
ohjcclives 	 (2 (2
tn.dcp h kn(wledgC of 
how to deClop and maintin A 
protected arca management 
,oningsystem (2 (_ 

http:knuwle.ge
http:method.ls


f 
'lain UI, snof he Pi) 

'MprnI Ind Ctil. 
"rill.led staff 


(i f 11 I niure ivaialt tylul 
appr3roirate infra.structure 
1wilhin budget) 

C 	 I nure financial and 
accounting ifnrlvt oftrt 
the prolected area area 

D 	 Ensure development and 
achlevemenll a tcltical 
plans and budg.ets and 
contribute to protected 
area strategic planning 

E 	 Fnsure that allctivilie 
within the preected area 
compily with laws and 
regul; i lons 

F insure optimum levels of 
i,ior satisfaction 

(; 	 ['nsur agreed 
intervenlion pmrgrammes 
are completed to budget 
and timctables 

H 	 Ensure harmonious 
relationships with 
netghbounng 
communities 

[a ware of research 
activities and progress 
against plan 

J 	 Represent the protected 
area and its inlerests in 
public meetins 

K 	Ensure an appropnate 
balance between resource 
conservation and use in 
the protected Area 

L 	 Training received 

" 	 l l l l 
I. 	 4¢rYrfnijilit. m ril ~'nn 

* ,r-rnt....c , r " ' td 

* j r- ,, . .--,-i- - -I 

Icitrvinimle mndirrouni.,r I r 
maIntenance. repair anti rlneliillatiin anti 
c lflstfltin 

* 	 Recommending additional f1cillcs•Y 


and rlrI.nirltJnd all 
revenue Cenerated and dishuiicment 
;rcceed fmm heaudouarsC nd fcceipitS 

* 	 Accounarile or 

* 	 Responsible for accurate accountlngl 

* 	 Accountable for development of annual 
pIan and budget of protected area 

* esponsllie (or worlin, witin Ine agrecd 
lanand hudget 

fdenli(Vstrategic options in ine prtected 
arca and e Iobuie to strategic planning 

Acirnunlable for enforcement ol law and 
regulation and enqunng sale Practices 
Iroughout the protected area 

* 	 Responsible for ensurngnt al inc hiChest 
levels of visitors seriCes and Practices 
under his/her jurisdiction are maintained 

* 

Responsible fordesign. Imriermenl3ti n. 
and evaluation of interventlon pmgfrt'mmes 
to meet conservaltion tOtfCcttvcs in the 
protected area 

* 	 Responsible and accountatife for desigln 
and implementation of a prrEn-mme io 
achieve harmonious relations 
Responsible for for instilling acceplance by 
ialf of the role of focal communities in 
protected area management• 


* 	 Responsible and accountarile for ensuoing 

that research programme is implemented 

according to the protected area 

conservation Obj)ectives and timetallls 

* 

* 	 Accountable for ensunngt that Ine 

protected area isrepresented in every 


ible area 

a esPo sible for ensunng that the 


information available about the protected 
Ares is up to date 

a 	 Responsible and accountable for design 
and implementatton of resource 
management/protection strategies to meet 
potected area conservation objectives 

a esponsible and accountable for the 
preparalion, approval, and implementation 
of a resource conservation management 
plan (or the protected area 

a 

%i ", \t II 
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Irnu imprlIni enti 
1 1, T.i 

'p. 'l-, oir'ci ice% And 
P'teni.i araru 

N 

financial 

nitliration1 

irloranon 

Y N F3 

Underianding 
iplurxiions OI set 

olijectives including their 
(easibilily 

Y N 

UndermlanCing 
applcahitiv of laws and 
regulations in protected 
areas 

Recognining the 
signilicmnce of physical 
and tatlistical infortmation 
regarding visitor impa t 

Undersianding 
informailitin that may lead 
It)intervention, 

Y 	 N 

1nderstanding the 
gigncance oFt talstical. 
physical, written and oral 
information relating to 
communty.protected area 
links Y 	 N [ 

IUndcrltandinz the 
signtficance nifresearch 
findtne%and the function 
of research 

Y 	 N 

Understandinr the 
signifi3nce pins 
raised during press and 
oiher meetings 

Y 	N FE 

Understanding of 
day.!o-dav and long term 
implicattons of the 
prtected areas 
management ohlectives 

YN 
Recrgnising and 
understanding the 
implicaloni of potential 
environmental impacts of 
different activities 

. atimi 

-.- Pclim nihnre Ind 
'lhaivlour 

Iletrirvim., ri cit If 
'rIp¢ilic IndIfents on 
enuirment and 
nflrastructure failures 

14 [ 

Determining catLsesIof 
fl pAres not reflecting the 
true ilul1iefw 

Y 	 N 

Determining true causes 
of failure to achieve plan 
and budget 

Y 	N F1 

Determnining true causes 
of incidences and trends 
in incidences 

Y 	N r7 

Deterlinitng trie cash 
of visitor disasitafaviton 
and behaviour 

Y 	 N [] 

Deteriining causes of 
devialiOn from intended 
results of inlerventlofla 

Y 	N ]
 

Understanding underlying 
causes of cin lict both in 
the long and short term 

Y 	 N C] 

Determining causes of 
why research prriramme 
isnot to timetable 

Y 	 N E 

Determining the causes 
of Adverse comments in 
pressN 

Y N
 

Identifying and 
determining the causes of 
conflicts beateen 
protected area resource 
cofnservation and use 

Y 	 N 
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:4l. L.ttAlllilr 

ti) ipin unl4nc'luo 

C,'eaiing aldaplie oluu.na 
to inlrirucluraj oroOtaml 

r N 

)eveloping options to 
dcnevc plans anu budiJge 
in I ghl o Lhangng 

circwfuaineca 
YEl 

I living ilcitiitiv in reach 

comorrmls.es .nIcn respect 


LAiJecllvcs of ,he law 


I N 


l)evci ping 0pllOptinsfor 
improving isitor amcnitic$ 
-hin mneans a,iaoles 

D-siglning Iconinouling to 

dcsigni or addatlnn 

ntecreniunI to nice I 


,p itic needs 

Developing ides Ior 
im[roving 

cummuni v/protccled area 

rceamiuns 
Y N f7 

licniring oppornuniilles 
for for ic application of 
rcs.earln 

ljcvcloping pumiti relations 
matcrtals loral. written, 
et c ) 

Y N 

Developing mctnods to 
achieve managcment zone 
oijectives 

Y N r7 

11. K- ,lal uiu 

I.vaiuaiirngf 1 ii mi.tjnceroa fer 

Adaptive 

I)edin,, pronles and sel.Ctnit 
rtom alleralie courses "I actiol 

or mainienance and .1c ir 

I l 

Selecting priorities during tudigei 
preparation process 

's " E 

IRalancing and e*viuaiin necdas o1i 
Ihe invilved rics in spin and. 

letter OfIhe law 

N 7

alvaiini oplions and Se1ectIn i ( 
ursc ci asiton reardinj ilor 

sics E 

Selecting atpropriate programmes 

int evaluatin tctr succcs.s 
at--.i 

)ctcrminng -n cenain 
communiiv-telwlcd iniaiies nave 
achIeved success r 

Y'N 

Lvalualing the results ui rcscarcn 
Jand their application 

Y N 

Selecting matenala apprupriate 
for each meeting 

Y N4 

.
I. 

t Is IIli t 1 i 

I"N 

k;iinf5 clear n%itUdliuns 
to sil and contractors 

r] 

/ plAinliflni ltn~ncia 

'mpliCainun) It) entor 
managemeni and junior
staff"
 

presJenting plan and 
tudijet 

"t' 

fiainngII pr, pcr 

prcuures and 


regulaions lo residents 

and users oi [he prOCCIleL 

Uare 

l 
¢ilnlnij pruieceut area s 

peivec acruss I0" s 

inivng clcar insiructions 

,l tecnnical intervention 
procedures 

YNr CYN 


Presenting nlformation at 
a level arprunnatc to 

" adience 

ireittec 

%,aing lurniAl pulc 
presentations and respond
it) lumsimns 
unamliluuulv 

Y N 

J ")arilllen kIilf.tswh r 

A -11tiO p.-i i and %uli%Iintf si ail 

r~cliii 

riling spcificaion orders Gaining inc cooperation of
 
and instructions to ihird su pliers and
 
pjrtv u trtonir-rs 

YN El 

Prepanng planning and Selling plan and budget 
huai briefs for manager, convincingly 
justifying proposals Y .N1 I 

Y N 

Writing clearly worded Gaining cooperation of
 
nolces and instruactiona wrong doers
 

y N [] 13 

Preparing interpretive Dealing wiIh d ssaislied 
maierials vsitors 

Y N Y N E] 

Writing clear report Gaining cooperation of 
erplaining intervention, iLl local comliunities where 
Succesr. failure. etc. appropnatc

E4C YN C] 

Having cultural sensitivity 
Y N [ 

Einsuring research rcprns Establishing positive 
are comprenensible (or lay reltilonships wiih 
people researchers 

Preparing prcs releases Building up and 
Y N ri maintaining network of 

contacts fur infrnaiton on 
all imponant/rlevant 
meceinp and events 

Working with local 
communities and other 
concerned panics 
during plan development 
and implementation 

http:comorrmls.es
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\1.iin ut'liin' of the 1. %crnunlanlishfi ,1nit iponiihdl. %%qnrk J"Ihiri 1 16. L rimmltmet in I .m- iint1v
( r.n ' 

jrnh M,

4. ,iure .1%,1110111114vof 
a Corm~etent and well. 
sogIvaled S111f 

'1 ttlim mnrt I Icnhili , I i, iVtCiJs%Iii 
Respontilie fir irtentl-I, irlinn neCciii 
Reirinnsihie fior revomnTensiIirfln .d 
application of ji,,ciplinarv 'alqurcimit 

".cci ie',,in 
ald RcmerI i if 

,''t 
JeIn 

a \,ee q in 
lennhirse 
"'mmitment and 

il crmmlnment 
,n olhnerI1 

* 
lent 'n''trite ml 
-nq-l ri l landmtn.n 
41 foIr 

PlRru iflnli5 

1 JInjurc avl diltaulity Of 
IPpropraltl 

ntrsIruCtUM iwithin 
'udlg e I 

* RC$ponihie and accounlatIIC io 

maintenance. repair and rehlabiltition 

ctftlnructon 
Recommendinl 3dditional facilities 

and 

Itlninut rnnlr3Clual 

agreements in %ping and letter 

C nrsure rlnclal anrd 
iccountfl( tnlelgrttV of 
'he protected area 

area * 

,crtilunltleIand reipOnitmle for It 
revenue generated Ind di lumefneni 
(received from neodnuanert and ere'eptit 

Responsible for accureae accounttIng; 

inStill hineslv 

D Ensure development 
and achtleveinent of 
actica planand 

* Accountanle for develoriment of annual 
ptan and budget of protected area 
V* esponsible (or workitng within the areted 

tudgets and 

coninbute 1o 
Prolected area 
I r' elC planning _ 

plan and budget 

ridenttfv atralegtc opions in the rrotected 

area and coninbuie to strilegic planning 

E Ensure that all 
Iclivilies -thlin the 
protect e arc comply 
-. th 1a- and 
regulations 

* Accountable for eniorcement of law and 
regulation and enurng iafe nractices 

througtcut the protected area 

Honesty. tolerant to others 
points of view 

finding balanice 
and undet'tandlng 
the needs of brth 
coinervatlltn and 
the invoilivied panics 

Tolerance to others 
points of view to 
minlmilre conilir 
herween prnlecled 

are and others 

F Fi-sure optimum 
e.eis of visitor 

i;tislaclion 

e 

* 

ReirponSinle for enquiring that the highinest 
lev-tis of vilor iervces and practices 

under his/her juosdiction are maintained 

Needs to 
demonstrate 
commitment to 
cotservationt 

Needs i 
demontirate helief in 

validitV of including 

local ommunilics in 
protected area 
managemet and 
enlerTines linked to 
loun m 

G rnsure agreed 
intervention 

Responsible for design, implementalion. 
and evaluation of intervention 

promrarnmen are 

completed to budget 

ind (imelablcs 

p ,rogrnimesto meet conservalion 

otICecteves in the protected area 

il rnsure nirmtitniOus 
•ciationshtpl with 
netghbounng 

communities 

9 Respini lhic and accouniatale fnr teuign 
and implemenlation of a innrirarmme to 
achteve harmonious relations 

- Re ponqilc for inililling acceptance my 

stafl of the rolc of local communities in 

protected area management 

I Re aware of researcn 
cwivities and progit.s 

igatnst plan 

Responsiinle and accountafle for ensunmg 
that r+earn progrmne i5 implemented 

accordin to the protected area 

conservation objectres and timetables 

%just have an open mind to 
research finding 

Must sutino role of research 

a% a component of protected 
area managgement 

J Represent the 

protected area and its 
,niefsi in public 

meetings 

a Accountable for ensurng that the 

protected area i represented in every 
pixtble area 

a Ripssble for ensurng that the 
information avaltable about the protected 

arme is up to date 
* 

Ilonest' Integrity 

MuSt make clear when 

reprsenting the protected area 
or a personal view 

Mu.t never criticize the 
organisation openly 

r)cmonstrated as 

absolute 

D)emonqlrted as 

ahscilule 

K Ensure an approprate 
balance berweef 

resource coflervaloi 
and use tn the 

protected area 

* Respomble and accountable (or design 
and implementation of resource 

management/'protection itrt lcies to meet 
protected area conscrvaition oboeclives 

R pemjble and accountable (or the 

preparation. approval, and implementation 

of a resource conervation management 

plan for the protected area 

I|onours conservation 
obnecirvel of resource 

management plan 

L Training reccived 



This chart indicaes the principal jiltludcs il1 IL Job)...\ 1 ,c r.,mrh i!,ihat w,'uj.o cr th lolluwing quustlUmns: 
AS d mdndgcr how do vou innlt: 
j. work ethics? 

b. commitment to conservatiun? 

c. healthy attitudes to adjacent communities? 

(ifyou need more space use blank shcet on the next page) 

LANGUAGES 
Do you sreakja language understood by the local 
cummunity adj.ccn to your protected .irea? 

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



TIRAININ(; PRIORITIES 

H cim cu Ili s *U ,uc. maInrc iu lkile 'I Ihc r LlIIIIrlc I oi -.our job, ,.hat do i,,m tli I 1,11'trt 
, 

:!rcc oh hugrcat t tra ninq ncl us . ' j,,il i rI' ir JIIIIn, do ;iu Ilullk o.uld li 'est to address th Ii., n 1" lo1,. ii
Cr',lcc, on.ihc-job. or others).' 

3. 

This questionnaire was completed by: ....................................................................... 	 Title (no name needcd) 

Department/Section 

Organisation 

....................................................................... Country
 

D ate: ...................................................
 

How many years have you worked for your department/organisation?
 

If applicable, how many years have you been in charge of a protected area?
 

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

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

Are you male [] or female E ? (Please tick appropriate box) 

PARCS REF NO: 	 Date received: 

/1 
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Post-Ouestionnaire Discussion 

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

I. What is your overall impression of the questionnaire'? 

2. Did the questionnaire teach you anything new about your job? 

3. Are there any important aspects of your job not covered by the questionnaire? 

4. Do you have any comments (positive or negative) about the questions? 

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

6. Would you have identified (or did you identify) your training priorities differently 
before reading the questionnaire? 

-' What are the strengchs 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? Is 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? 

11. What are your three priority needs to fulfill your mandate as a protected area 
manager? 

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

interviewer. 

At the close of the session, the Regional Managers note how each questionnaire was filled44. 
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 -) the interviewer: 
- relevant details aoout 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.genral, 
among PAMs with which they work. 

47. The broad strategic recommendations from Phase I will be based on PAMs' 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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Bakimnd Informaloi 

For Each Rese 

Name 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 from 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 Effcrt? (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 Level Only) 

Describe Personnel Structure (use organogram if possible):
 
Who is Highest Level Respon~sible? 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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Indicntive Inforrmntion 

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 ahove? 

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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Stategic .anniig 

1) Does the reerve have a management plan? Y N_ 
In progress Planned 

Date of formulation Date of last revision 
Is the plan used? Y___ N_ Somewhat Comments 
Is it 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) 

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 Ooportunities Assessment 

48. The Regional Managers conduct country-by-country surveys of institutions 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 training materials and curricula are collected from 
the various training sources. 
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Trainin2 Institution's Backeround Information 
Name 
Years in F.-dtence 
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 DegreeJTraining
 
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
 
Total (no time limitation)
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49. In order to make preliminary assessments of the training sources, any available 
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 alternative 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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I'ROiECTED .\REXS (ONSERVATION m.VTRAEGY tiPARCS): [RAINING NEEDS ASSESSMENT 

rur oreanisanoms. :n .\lrican ilifc Funuii n. A ildlifc t,'onqrvalhin Intcrnational. World Wildlifc Fiind and the 
Iliodiversky Suppoirt Pritram arc 'J. ,rKinL ~tociicr im a pri'icci cailcd PA RJS. nc of Ithc main aims of thu project is tlo 

identify thc skills required for thc ion of protlected area manager and to assess the iraining needs. 

I'o achievc this wc have developed i chart (i ihc tvpic:l skills (compeitencies) required to do thc job of proictied area 

manager. We would like you tlo assist us bv d~unei two things: 

" 	 to check the appropriateness n the chart 

" 	to assess the level of knowledge taught in a specified course at your institute 

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

The attached chart has 17 columns and 12 rows. 

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

• 	 Row L will be used to identify the parts of the training course which are relevant to the column above. 

* 	 The first column shows 'accountahilities and responsibilities' associated with each division A-K. Please add any further 
accountabilities and responsibilities specific to the job of protected area manager by writing in the relevant 
compartment. 

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

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

KNOWLEDGE 	 (columns 2-7) 

Knowledge has been grouped into four levels: 

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

non-routine situations 

n/a = nr' ipplicable in present job. Please indicate your knowledge level. 

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

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

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

eg. in E5: 

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

Such an answer shows us that the person completing me questionnaire agrees that in-depth knowledge is needed (4 in the 
left hand box). By putting 3 in the right hand box the respondent has identified 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 to the knowiedge of the subject in the column. 

(PARCS INST) 



%IENT.%L %ND SOCIAL SKILLS icolumns ,-14) 

Mental and social 5kils hac lccin grouped into iour levels: 

1. None 
2. Poor 
3. Satisfactory 
4. Good 

We would like you to go down each column 8-14 and fill in the boxes. 

First of all indicate whether each skill is appropriate to the job of protected area 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. 

eg. in F9: 

determining true causes of visitor 
dissatisfaction & behaviour @ 

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

When you come to the bottom of each column please complete the compartment by showing which part of the training 
course contributes 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 questions in this questionnaire please leave the boxes empty and move onto the next 
question. 

In order for you to keep a record of your completed questionnaires we are providing two copies of each section and asheet
of carbon paper. The WHITE sheets (numbers 1, 2 3 & 4) are to be returned after completion. You may keep all of the 
COLOURED sheets. Once you have completed the questionnaire 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 needs assessment. We appreciate your time and input. 

WBiodiversity 00SupportL 

wc- WWF Program 

(PARCS INST) 
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,I 1r;jtning -shouid lie k'ct .scion it 1ht11 1ilmlltllC 

How many years have you workcd for your department/organisation? 

This questionnaire was completed by. ....................................................................... 	 Title (no name needed) 

Department/Section 

Organisation/Institute 

Country 

D ate: ...................................................
 

PARCS REF NO: 	 Date received: 

(PAR.S INST) 



50. As time permits in Phase 1, the Regional Managers 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. In order 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, 

gathering. 

zee below). Then, a few training needs are chosen for further information 

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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_2. The following are four major categories of institutions that have the potential to provide 
training: 

Training Institutions: 	 Business Schools
 
Hotel Schools
 
Law Schools
 
Public Works Training Centers
 
(road building, vehicle maintenance)
 

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

Private Institutions: 	 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 on existing training institutions and private firms with expertise 
in that field. If they are interested in the concept, Regional Managers pursue additional 
information (see Alternative Training Opportunities Questions). 

38
 



Alternative Training Onportunities Ouestions 

For Training Institutions 

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 instructors? 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 to take place in your facilities?

Could PAMS attend existing courses part-time or would they have to take 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 orientation (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?
 
Formal training (e.g., law school, business school)
 
On-the-job/in-servicfe
 
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? Courses?

Do you know of anyone who does in your field?
 
Would you as an individual or your colleagues 
 or staff be interested in providing se;ai-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 takes 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? 
Is 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 to the project for either formal or informal training/learning
 
experiences?
 
Do your technical staff 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 ong 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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-4. The information gatherea on ;ternative tranine opportunties ,ill be utlized in Phase 

:1 of PARCS. 

VTII. Out-of-Country Training Opportunities 

55. BSP is building a dat-abase of selected training opportunities in West Africa and the Sahel 
and other training opportunities outside of Africa. When Regional Managers discover training
opportunities in 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 of 
training opportunities and resources will be available from BSP at the close of the project. 

IX. Follow-UP Activities 

56. Regional Managers individually determine, on a case-by-case basis, whether to complete
ani entire assessment in one lengthy trip to the country, or to complete the assessment in two or 
more trips. 

57. Before leaving a country ,Lid 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 visits re 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 iv training priorities identified from a preliminary analysis of the questionnaires and 
training opportunities examined. They will also try to take any follow-up action requested. 

X. Feedback 

59. Regional Managers submit monthly 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 ., year. 
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61. Copies of the final report will be distributed to all organizations/departments who 
participated in the project. 

XI, Data Organization and Analysis 

62. Data sheets 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. 

1PARCS Reference Number 

63. A reference number system has been designated for each completed questionnaire. This 
system involves a urdique number/letter combination and will allow for the sorting of data by 
severol 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 of 
3 compartments.

IFI 
1 2 3 4 5 0 7 

Compartment 1: 1 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 

Corisuitant 
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 work.hop and fill out individually with consultant 
nearby 
7. Send out questionnaire by mail 

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

I. Position below that of PAM (e.g., Assistant Park Warden) 
2. Protected Area Manager 
3. Position senior to PAM (e.g., Regional Warden)
4. Field Operation Director (FOD) filling in questionnaire for PAMS 
5. FOD (filling in questionnaire for own job) 
6. Trainer at a formal training institute 
7. Rese'.rch Officer 
8. Fieid Associates (NGOs/Aid Agencies)
9. PAM working in the private sector 

_..r,matment 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. I 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 PAMA 
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 number column n= 10-80 
(using IUCN Management Categories as listed in McNeifly & Miller, 1984) 

Second column is filled in if two protected areas are managed. Default is blank. If trainer is 
filling in the 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 code 

First column is representative habitat. Second column is secondary/other (default is blank). 

M: Montane F: Dry Forest 
S: Savanna W: Moist Forest 
0: Marine R: Regional/national 
A: Aquatic X: If trainer filling in the form 

Compartment 8: Gender I column 

Male: 0 Female: 1 
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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 SHEETA 

Compartment 1 %dditions and/or deletions to 
Parcs Ref. No: N'o: Al to KI '-\ccountabilities & 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 already determined bv the levels of knowledge 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 = wa. I = 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 colunn. 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 indicates 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; a 0 
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 tm.ining need according to the respondent has been identified (calculated as 3 - 2 = I; 
a 0 or negative value 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 I to 69 
starting in A8 and going down the columns to K14. In the first column, the Regional Managers 
enter I for yes or 0 for no. The skill level column is to be filled in with a I (none). 2 (poor),
S (satisfactory), 4 (good). The figure I or 2 indicates a training need: a 3 or 4 indicates no 
training need. 
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Data Sheet D 

o7. This data sheet is for attitudes. The columns are coded according to the following 
Qeneraiized attitudes expressed by proiect .articipants. 

A. Instilling Work Ethics 

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

A2. showing hard work and dedication through example 

A3. ensuring objectives of the organization are explained to staff 

A4. .;cknowledging .ood work in others while rositivelv criticizing 

A5. showing tolerance to others' points of view 

A6. showing understanding when taking discipiinarv measures 

A7. providing attentive supervision to staff's work. especially when 
given 

A8. developing performance appraisal schemes 

bad work 

new responsibilities are 

A9. enc 3uraging subordinate staff to participate in program formulation 

A10. :ultivating good working relationships which creates rapport for instruction 

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

A12. never criticize organization openly 

B. Instilling commitment to conservation 

BI. showing dedication to national, regional and local conservation objectives 

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

B3 demonstrating the importance of conservation in relation to human needs 
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B4 becoming involved in extension conservation activities. especially with school 
groups/wildlife clubs 

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

programs 

B6 teaching protected area management that fully covers conservation concept 

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

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

B9 teach cost and benefits of conservation 

B10 studying past conservation efforts and plans and learning from experiences of others and 
causes of their successes and failures 

B11 providing necessary working tools 

B12 reward parks or conservation areas with outstanding conservation records 

C. Instilling Healthy Attitudes to Adjacent Communities 

C1. accepting the validity of community participation in protected area management 

C2. listening to and demonstrating willingness to understand community problems 

C3. instructing staff on the value of harmonious relations with adjacent communities to the 

conservation objectives of protected areas 

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

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

C6. maintaining dialogue with local communities, and getting staff involved in keeping 
communities up to date with conservation developments inthe area 

C7. 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 ianguaes and computer use. Lang.age 
responses are coded as Y (yes). N (no). or B (blank). Computer use responses are coded as Y 
(vest. N (no), or B (blank) and then i or 0 under uses for WP (word processing, AC 
taccountingbudgeting, and DA (data analysis). 
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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. When the figure 18 is filled in a column, a comment must 
be added in the far rfiht column as to what "other" is. Tick marks are made whether the 
training is F (formal), I (in-service), J (on-the-job), or 0 (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 
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Data Sheet G 

70. This data sheet summarizes training already 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 19 is for details of the course (2-1etter code is used). This primarily refers to formal 
wildlife institutes (i.e.. those that will come under 1) and will allow Mtweka/Garoua graduates
to be pulled out. The type of training is divided into five sections: 

1. Formal wildlife institute (e.g., Mweka) 
2. Other formal training (eg, seminars, workshops) 
3. In-service 
4. On-the-lob 
5. 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. In order to be able to record how recently the respondent has graduated from an institute, 
four sections have been put within row 1. This information is requested on the questionnaire. 
If a respondent dczs 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 '., 3, or 4. Under 5, however, 
other training is identified if it is deemed relevant. In this data sheet records are only made with 
a 1. In row 6. B is used to indicate thzt 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 training 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 
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Analytical Questions 

74. Data generated bv 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 universally recognized? 

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

What are the responsibilities recognized by PAMs? 

How do PAMs' perceptions compare with PARCS' perceptions? 

How do trainers' perceptions compare with PARCS' perceptions? 

Has the job of P,,I 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 skilled to the level judged by this training needs assessment to satisfactorily do their 

job? Where are the deficiencies? 

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

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

What training has been received bv current PAMs 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 of training received by PAMs. in respect of years of service, that 

has contributed most to gaining skills. 

Does training received cover all major requirements?
 

How well does existing training prepare PAMs? Does type of
 
training received reflect the degree of preparation for 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 (i.e.. FOD)? 

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

What are FOD training priorities? 

What further training is required? 

Where are the biggest gaps perceived by P.AMs between self-evaluated skills and those 
required for the job? 

Where are the biggest gaps perceived by others? 

What are the constraints to training? 

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

Are there other appropriate traiing 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
 



LIST OF XWTITTIONS USED
 

Afrim Institutes
 

Chancellor College (Including Bunda Agricultural College),
 
Malawi
 
Chunga Wildlife Training School, Kafue, Zambia
 
College of Africa Wildlife Management, Mweka, Tanzania
 
Institute of Development Management (IDM), Botswana
 
J. L. B. Smith Institute, Grahamstown, Republic of South
 
Africa
 
Mangosuthu Technikon, Republic of South Africa
 
Mushandike College, Zimbabwe
 
Natural Resources College, Malawi
 
National Institute for Public Administration, Zambia
 
Regional Aquaculture Centre, Nigeria
 
Rhodes University, Republic of South Africa
 
University of Botswana
 
University of Capetown, Republic of South Africa
 
University of Dar es Salaam, Tanza.ia
 
University of Natal, Institute of Natural Resources,
 
Republic of South Africa
 
University of Pretoria, Republic of South Africa
 
University of Stellenbosch, Republic of South Africa
 
University of Witwatersrand, Republic of South Africa
 
University of Zambia
 
University of Zimbabwe
 

European Institutes
 

Aberdeen University, United Kingdom
 
Canterbury University, United Kingdom
 
Humberside College, United Kingdom
 
ICCE, Cheltenham, United Kingdom (Environmental Education)
 
Jordan Hill College, United Kingdom (Environmental
 
Education)
 
Lancaster University, United Kingdom
 
Oxford University, United Kingdom
 
Stirling University, United Kingdom
 
Strathclyde University, United Kingdom
 
University of Bergen, Norway
 
University of Edinburgh, United Kingdom
 
University of Leeds, United Kingdom
 
University of Manchester, United Kingdom
 
University of North Wales, United Kingdom
 
University of Uppsala, Sweden
 
University of Wales, United Kingdom
 

http:Tanza.ia


NrtiAuerican Institut s
 

Clemson University, College of Forest & Recreation Resources
 

Colorado State University, College of Forestry & Natural
 

Resources
 
Frostburg University
 
Michigan State University, College of Natural Resources
 

Oregon State, Dept of Forest Resources
 
Texas A & M, Department of Recreation & Parks
 
University of Alberta
 
University of Arizona
 
University of California
 
University of Colorado
 
University of Guelph
 
University of Idaho, College of Forestry, Wildlife & Range
 

Science
 
University of Massachusetts
 
University of Montana, Recreation Management Program
 
University of Vermont, School of Natural Resources
 


