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PROJECT NOTE

The Protected Area Conservation Strategy (PARCS) is a
four-year project. The project's first phase comprised an
assessment of training needs among protected area
managersacross eastern, central, and southernAfrica. The
project's second phase involves assisting protected area
authorities to develop training plans and innovative
training techniques that address the training needs of
protected area managers in selected African countries.

The Biodiversity Support Program (BSP) manages the
PARCS project. A collaborative group of three
nongovernmental organizations (NGOs)-AfricanWildlife
Foundation (AWF), Wildlife Conservation Society (WCS),
and WorldWildlife Fund (WWF)-implements the project.
AWF is responsible for implementing PARCS in eastern
Africa,WCS is the lead organization in Francophone central
Africa, and WWF takes the lead in southern Africa.

The high level of collaboration among the implementing
NGOs has been a key element in the project's success to
date. The organizations' wealth of experience, the many
partnerships they have already established in the field,
and their commitment to conservation in Africa have
benefited the project tremendously. The project has built
on these groups' strengths and expertise in adopting a
cross-regional approach to addressing the serious need for
training among protected area managers in Africa.
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GLOSSARY

Headquarters-based representatives of the nongovernmental
organizations working together to implement the PARCS project.

Manager in the central or regional office who is responsible for
managing field operations in protected areas across the country.

Training received through an institute or university, acknowledged
by some formally recognized certificate.

Training organized by an employer, such as a governmental
protected area authority, provided during an individual's term of
service, and lasting less than six consecutive months. 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 provided to new employees before they assume their
responsibilities is sometimes called induction training.

Training received informally during the normal course of work.
This sort of training includes guidance from colleagues and
supervisors, learning by doing, using library facilities, and learning
from predecessors or the notes they leave behind.

Training received through means other than formal institutions,
in-service training, or on-the-job training. This sort of training
includes workshops, seminars, and conferences.

An area of land or water set aside by legislation to conserve or
preserve natural resources and managed by the public sector or a
parastatal.

An institution charged with managing a country's protected areas,
such as the Department of National Parks, Forestry Department, or
Game Management Department. In most cases, the authority is a
governmental or parastatal agency that maintains staff at a central
office and in the field.

The highest ranking manager on-site in a protected area.

Representatives from the nongovernmental organizations
collaborating on the PARCS project, assigned to conduct
assessments of training needs and opportunities in eastern, central,
and southern Africa.

A document laying out a structured program that ensures that
protected area management staff receive adequate training.



PREFACE

1The complete methodology used for the assessment is appended in the Annex to this report.

'Country reports may be obtained by contacting the organizations listed on page 82.

Africa's future development maydepend upon
its rich biological resources. Many of these
resources are safeguarded within the
continent's extensive network of protected
areas. These protected areas demand skilled
management. TheProtectedAreaConservation
Strategy (PARCS) was set up to assist the
authorities charged with managing Africa's
protected areas inensuring that protected area
managers have the skills they need to do their
jobs effectively.

The PARCS project follows a logical sequence
ofsteps. The project teamfirst assessed training
needs. Next, it sought out sources of
appropriate training. Then the team began
working in collaboration with relevant
authorities to develop plans and processes so
thateffective training is accomplished,existing
training opportunities are utilized, and long
term human resource development issues are
addressed.

During Phase I, the PARCS team conducted an
extensive assessment of training needs and
opportunities among protected area managers
in selected countries in eastern, central, and
southern Africa. The methodology for this
assessment departed from other training
assessments in a number of ways.! First, it
embraced a participatory approach in which
the needs and priorities of African protected
area managers weresoughtand heard. Second,
the assessment identified specific, targeted
training needs and then explored a wide range
of opportunities that could help fulfill those
needs. Finally, the assessment used structured
data-gathering, enabling the project team to
compare findings across countries and regions
and facilitating the cross-fertilization of ideas
and initiatives. A series of reports detail the
assessment's findings in each country.2
Summarizing the assessment's cross-regional
findings is the function of this report. The

PARCS team is disseminating these findings
to all participating protected area authorities.

During Phase II, the PARCS team has been
working intensively with protected area
authorities in selected eastern, central, and
southern African countries to help develop
training plans and processes and identify, test,
and demonstrate innovative training
techniques. Ongoing monitoring and
evaluation will help PARCS participants
manage their activities adaptively. Phase II is
designed to helpcoordinateexistingprograms,
increase communication among training
institutionsand otherorganizations, and create
regional and cross-regional networks of
protected area management professionals. To
ensure cross-regional communication,
collaboration,and coordinationamong project
participants, a series of cross-regional
workshops is being held in Africa. As it is
recognized that many other African nations
could contribute ideas and experience to this
process, as well as benefit from the lessons
generated by the project, PARCS includes
nontargeted countries in these and other
regional and cross-regional activities.

Thoroughdocumentation is an integral partof
the PARCS process. The lessons learned will
be continuously disseminated to authorities
across Africa. The goal of this dissemination is
to inspire creative thinking and innovative
training initiatives across the continent.

Taken as a whole, PARCS serves as a model
that protected area authorities can learn from
and adaptto theirown situations as they begin
to assess and meet the needs of their protected
area managers. Through theanalysis, dialogue,
and partnership-buildingofPhase I, the PARCS
project has already accomplished impressive
results. What follows is a discussion of that
work.
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EXECUTIVE SUMMARY

The PARCS assessment was designed to test a
series of hypotheses about protected area
managers and their jobs. The hypotheses
included the following ideas:

The assessment set out to identify the skills
protected area managers need to do their jobs
effectively; determine which training needs
protected area managers see as priorities;
identify and assess the types, sources, amount,
and frequency of the training protected area

That the training protected area
managers receive does not cover the
breadth ofskills required in theirjobs;

That protected area managers' jobs
are becoming increasingly complex,
requiring proficiency in an array of
diverse skills;

That training for protected area
managers must be revamped to meet
current needs; and

That new training sources are
available to be tapped.

•

•

•

•

These changes mean that the skills required of
protected area managers must also change. As
always, protected area managers need a whole
range ofscientificand technical skills thatenable
them to manage the natural resources they are
charged with protecting. They need to be able
to manage their staffs, enforce laws, provide
inputon plansand policies,and help implement
those plans and policies. Now more than ever,
however, they also need to be spokespersons
for protected areas. Protected area managers
need to understand theneeds, cultural practices,
and rights ofcommunities bordering protected
areas. They need to interact effectively with
these communities and, in many cases, work
with residents on conservation and
development activities. And they need to
maintain a comfortable, safe environment for
tourists and ensure that the revenue generated
by tourism is collected and accounted for
responsibly.

The job of maintaining the integrity of Africa's
protected areas rests on the shoulders of their
managers. The titles these managers hold vary
across the continent. Whether they are called
regional officers, conservateurs, senior
wardens, or wardens, their overall
responsibility is essentially the same: they are
the highest ranking decision-makers at a
protected area.

Africa's protected areas encompass all the
continent's major ecosystems, including
forests, savannahs, marine areas, and deserts.
Africa's protected areas range in size from tiny
parks such as Kenya's 192 hectare Saiwa
Swamp National Park to massive ones such as
Zaire's3,656,OOOhectareSalongaNationalPark,
which contains the largest area of protected
tropical moist forest in Africa.

Africa is home to a remarkable array of species
and ecosystems-biodiversity that is critical
to the lives of all Africans as a source of such
essentials as food, medicines, and building
materials. Fordecades, Africahasbeenstriving
to protect its biodiversity by establishing an
extensive network of protected areas. This
network constitutes one of the most important
safeguards of the continent's biological
diversity.

Years ago, Africa's protected areas were
generally pristine tractsofland, whose integrity
was unthreatened. Today, these areas and the
threats they face are changing rapidly. As
many African countries experience economic
downturns, for instance,nationalgovernments
areconsidering the timber, minerals, andother
valuable resources housed in many protected
areas withaneye to extraction. As populations
burgeon, citizens are beginning to encroach
upon many protected areas to gain access to
land, wood, plants, and animals they can use
to fulfill their basic needs. And as some
protected areas become sophisticated
commercial enterprises, the unprecedented
numberoftourists creates human impacts such
as water demands and waste disposal
problems.
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managers currently receive; identify additional
opportunities for training; and identify
constraints to adequate and effective training.

The PARCS assessment found that nowadays,
the average protected area manager must take
on a long list of responsibilities:

• Ensuring the availability of a
competent and well-motivated staff;

• Maintaining the area's infrastructure
within budget;

• Overseeing financial and accounting
procedures;

• Developingand implementing tactical
plans and budgets and contributing
to strategic planning;

• Ensuringthatallactivitiescomplywith
laws and regulations;

• Keeping visitors satisfied;

• Ensuring that required intervention
programs are completed according to
budget and timetable;

• Promoting harmonious relationships
with neighboring communities;

• Beingaware of research activities and
facilitating research;

• Representing the protected area and
its interests in public meetings; and

• Balancing resource conservation and
use appropriately.

Protected area managers across Africa take this
job seriously. They work hard to give their
staffs a good work ethic, a commitment to
conservation, and a positive attitude toward
local communities. Most protected area
managers are skilled in the technical aspects of
wildlife management. Most are also skilled in
the languagesspoken incommunities near their
protected areas, which enhances their ability to
resolve conflicts and promote good will.

Despite this high level of skill and effort,
protected area managers experience difficulty
in meeting some of the many demanding
requirements of their jobs. In the PARCS
assessment, managers were asked a series of

questionsabout theirability to fulfill their job
requirements.

Most managers across eastern, central, and
southern Africa felt that they needed the
most training in the following three overall
job responsibilities:

• Implementing intervention
programs such as controlled
burning, wildlife managementand
control, and vegetation
management programs;

• Ensuring visitor satisfaction,
including managing and
controlling tourist activity and
developing sustainable tourism
programs with minimal impact on
the environment; and

• Promoting conservation in local
communities, suchas workingwith
local communities to promote
sustainable natural resource
management practices and
resolving conflicts between
protected areas and local
communities.

That intervention emerged as a weak area
came as a surprise since most traditional
training programs for protected area
managers target this subject. Managers may
be anxious about their ability to perform in
this area, however, as the complexity of
wildlife management issues increases apace
with the number of people living near
protected areas. The emergence of visitor
satisfaction and community-based
conservation as special areas of concern was
less surprising. Because tourism and
integratedconservationanddevelopmentare
on the rise in much of Africa, managers feel
the need to improve their performance in
these areas.

The assessmentalso examined a broad range
of knowledge skills that help protected area
managers fulfill their various job
responsibilities, such as technical,
management, and legal skills. Managers
across thecontinentfelt thattheymostneeded
training in the following skills:

• Policies and procedures, such as
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policies and procedures for
protected areas and visitor policies
and procedures;

• Planning, such as knowing how to
develop staff plans and timetables,
long-and short-term visitor plans,
job plans, and community
conservation plans; and

• Finance and accounting, such as
bookkeeping, community finance,
and fund disbursement.

In many countries, authorities are delegating
new responsibilities to managers in the field.
The result has been uncertainty about which
policies and procedures to follow. Because
planning, finance, and accounting are new
responsibilities for many managers, they are
anxious about these skills. As protected area
managers' responsibilities increase, their skills
must be strengthened.

Many protected area managers feel they lack
basic technical and administrative skills. For
example, many managers expressed a need
for more training in techniques for
undertaking biological inventories and
collecting ecological data.

As the nature of activities undertaken within
protected areas evolves, managers also need
specialized skills in new areas. InMalawi, for
example, the governmenthas started to allow
controlled harvests of selected resources
within protected areas. Sustainable
harvesting and community extension work
demand specialized technical and managerial
skills thatmanagers' trainingmaynotprovide.

The assessment also examined mental skills,
suchas problemanalysis andcomprehension,
and social skills, such as oral and written
communication. Managers most wanted to
develop thefollowing mental and social skills:

• Creativity, such as developing
options to achieve plans and
budgets in light of changing
circumstances and designing or
adapting interventions to meet
specific needs;

• Problem analysis, such as
determining thecauses of poor staff
performance, the failure to achieve

goals or keep budgets, or deviation
from the intended results of
interventions; and

• Evaluation, such as evaluating staff
performance and determining why
certain initiatives have succeeded or
failed.

All of these skills are related. Essentially,
managers identified a need to improve their
ability to understand the causes of problems,
develop and implement solutions to those
problems, and evaluate the effectiveness of
their actions. Again, this need may be a
response to the decentralization trend that is
giving more responsibility to protected area
managers in many countries across the
continent.

Recognizing what skills they need, protected
area managers see training as the appropriate
route to meet these needs. Today most of
Africa's protected area managers receive
training at the two leading institutions for
formal training in wildlife management, the
College of African Wildlife Management
(CAWM) at Mweka in Tanzania and the Ecole
des Specialistes de la Faune in Garoua (EFG),
Cameroon. Protected area managers across
Africa generally place a premium on formal
training because it often brings such benefits
as salary increases and promotions.
Nevertheless, the PARCSassessment suggests
that formal training has not kept pace with the
increasing demands of protected area
managers' jobs.

Moreover, most of the training protected area
managers receiveoccurs before they start their
jobs. Very little retraining or midcareer
professional development is available. Few
protected area authorities develop or provide
any short-term training for their staffs during
their terms of service. Once they are hired,
protected area managers generally receive
training only sporadically, benefiting mostly
from on-the-job training, such as receiving
guidance from colleagues and supervisors or
learning by doing.

Ideally, training should be provided
throughout one's career. Training should not
only equip individuals with the skills they
need at entry level. It should also enable them
to grow with their positions. As theduties and
responsibilities of positions change, training



can give individuals the skills they need to
continue to function effectively.

Most protected area authorities in Africa do not
ensure that training occurs throughout their
managers' careers. Few protected areaauthorities
have training plans or a coherent system to
ensure that all protected area management staff
members receive adequate training. When plans
do exist, they may just be a way of coordinating
overseas training. In fact, training records often
consist merely of lists of overseas training. Only
a few authorities have training officers
individualscharged with planning,coordinating,
and implementing training. The end result is that
most protected area managers receive training
only on an ad hoc basis.

As a result, many opportunities for providing
low-cost training are lost. New staff members
may have skills that they could pass on to their
colleagues through in-house workshops or
seminars. Staff members who receive donor
funded training overseas could conduct in-house
sessions in which they transmit the skills they
have acquired.

Outside sources could also provide appropriate
in-service training. Local clerical schools or
accounting firms, for example, could provide
training in bookkeeping. Business schools or
management consulting firms could teach
personnel management. Hotel schools or tourism
and safari companies could teach tourist
management. Law schools or law firms could
teach legal skills. Authorities rarely tap these
resources.

The findings of the PARCS assessment inspired
several suggestions:

• Protected area authorities need to
embrace the concept of training as a
process that occurs throughout a
protected area manager's professional
career;

• Authorities need to develop training
plans. These plans should be tied to job
descriptions; the authorities should
develop job descriptions if they do not
already exist;

• Training officers should implement the
training plans and maintain training
records;

• Authorities should link training
plans to an ongoing process of
identifying training needs;

• Training officers should develop
short, frequently repeated courses
tailored to the specific needs of
protected area staff;

• Authorities should takeadvantage
ofnontraditional training sources;
and

• Existing training institutions
should update their curricula.

Given these recommendations, Phase II of
the PARCS project is focusing on helping
authorities develop training plans and
innovative, low cost, and appropriate
training techniques to meet the needs of
protected area managers in selected African
countries. The project will also help
participants from eastern, central, and
southern Africa communicate and
collaborate across regions as a way of
spreading ideas and information about
protected area management training.
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CHAPTER I

AFRICA'S PROTECTED AREAS AND THEIR MANAGERS

Africa's protected areas embrace fragile coral reefs
off the coast of Kenya, dense coastal mangroves in
the Gambia, and tremendous freshwater lakes in
Malawi. They contain vast tracts of tropical moist
forest in Congo and Zaire. Powerful Victoria Falls
in Zimbabweand Zambia and the world-renowned
wetlands of Botswana enjoy protected area status;
so too the high montane areas of Ethiopia and the
vast plains of the Serengeti in Tanzania.

The treasures found in Africa's protected areas are
at once obvious and subtle. The flora and fauna
include some of the world's most exotic and
appealing species, which attract the attention of
biologists, ecologists, photographers, hunters,
birders, adventurers, and tourists. Africa's
protected areas also contain countless species and
ecosystems that escape global attention. While less
dazzling than the vast herds of wildlife that are
Africa's most popular attraction, these species and
ecosystems have unquestionable value. They may
besources offood ormedicine todayor may provide
the ingredients for future products or
pharmaceuticals.

People both locally and internationally value
Africa's protected areas. Nonetheless, there are
forces undermining these areas. Economic crises
force many African countries to harvest the riches
of their protected areas, such as commercial
hardwoods from tropical moist forests. High
population densities in many African countries
push people into protected areas, their slash and
burn agriculture leading to soil deterioration.
Poverty, compounded by irregularities in rainfall
patterns in recent years, compels subsistence
farmers to illegally harvest wood, hunt game, and
graze cattle within protected areas. Civil unrest in
some areas is causing refugees to utilize protected
areas as sources of food, water and shelter. The
rapid development of tourism in many countries is
resulting in the overuse of certain resources. In
recent years, conservationists have feared that
Africa's protected areas are losing the battle against
these threats.

WHO IS RESPONSIBLE FOR MANAGING
TH ESE AREAS?

Any effort to bolster Africa's protected areas must

start by bolstering the authorities charged with
managing these areas. In most cases, these
authorities are governmental or parastatal agencies
that maintain staffat central offices and in the field.

Although the protectedarea authorities haveoverall
responsibility for managing protected areas, much
of the weightof responsibility falls upon the man or
woman who holds the highest managerial position
in the field. That person-whether he or she is
called a warden, regional officer, conservateur,
senior warden, or another title--is often the one
who makes the difficult day-to-day decisions that
dictate whether the protected area will meet its
goals.

A protected area manager's job description would
give most professionals in other fields pause.
Although protected area managers' primary
responsibility is to manage the area's ecological
base, that is justthebeginning. Managers must also
supervise the many individuals working within
the protected area. They must deal effectively with
the public, both tourists and local residents. They
must account for all monies generated and
disbursed. They must make timely decisions about
interventions such as controlling problem animals
and the burning of grasses. They must ensure that
the area's infrastructure is adequately maintained.
And they mustenforceall policies, procedures,and
laws. Protected area managers need to be trouble
shooters, to think on their feet. The skills that they
need range from technical wildlife skills to business
skills such as planning, management, accounting,
and finance. Managers need to be able to analyze a
problem, develop a creative solution, and
communicate the course of action effectively.

There is no typical protected area manager. Their
education,experience, and workingconditionsvary
from country to country and from authority to
authority. In Malawi, for example, protected area
managers typically hold university degrees. In
Congo, for example, a number of protected area
managers have not received any schooling beyond
primary school and have not received any training
in protected area management.

Most protected area managers are men, but some
are women. One female protected area manager in

1
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Zambia participated in the Protected Area
Conservation Strategy (PARCS) assessment. A
graduate of the College of African Wildlife
Management at Mweka, shecommands the respect
of her colleagues by being articulate, thoughtful,
self-assured, and well-versed in wildlife
management techniques and certain community
conservation issues.

Most protected area managers are hard working,
some exceptionally so. The late Conservateur en
Chef of the southern sector of Zaire's Virunga
NationalParkwas utterlydedicated to conservation
and indefatigable in his efforts to develop tourism
in a way that was controlled, sustainable, and
minimally disturbing to the animals and their
habitat.

Most protected area managers are well-armed with
technical wildlife managementskills. Somealready
have the social science skills that thejob increasingly
demands. Park wardens at Uganda's Lake Mburo
National Park, for instance, have tried diligently to
redress hostilities between park authorities and
neighboring pastoralist communities by creating a
community conservation unit in the park, working
with the park's neighbors to establish a mutually
agreed upon park boundary, and engaging in
delicate negotiations to persuade illegal squatters
to relocate outside the park.

WHAT ARE THE CONSTRAINTS?

Africa's protected area managers and the
institutions in which they work face many
challenges. Limited funds mean that employees
are ill-paid, materials are in short supply, and the
purchase and maintenance of equipment and
infrastructurearehandicapped. These tightbudgets
lead many people to view protected area
management as less important than other areas of
government work. Because many people consider
rural areas to be backward and unsophisticated,
jobs in the field are least prestigious and trained
staff often gravitate toward positions at
headquarters. In Congo, for example, graduates of
the Ecole des Specialistes de la Faune in Garoua
usually end up in directorate-level positions in the
capital city and never apply their training in the
field.

The way decisions are made is another problem.
Protected area authorities typically have a highly
centralized decision-making structure. This
centralization means that protected area managers
must often obtain authority from headquarters on
all but the most trivial tasks. The more sensitive the
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issue, the more likely it is that a higher authority
must intervene in decision-making. This hierarchy
encumbers expedient handling of problems.
Because the infrastructure linking urban and rural
areas is generally not well developed,
communicationbetweenheadquarters and the field
is often poor and the exchange of information
severely hampered.

Compounding these problems is the fact that
coordinationand communicationbetween research
and management is limited. In many protected
area management authorities, managers have little
understanding of the research taking place in their
areas. Because most research is undertaken by
universities, focuses on single species, and has a
theoretical bias, the information generated may not
be directly applicable to management decisions. It
may not even be available. In many cases,
researchers share the information they collect only
with their universities, not localagencies. Although
applied researchhas recently moved to the forefront,
this work is still largely the domain of external
researchers, not departmental employees.

Perhaps the greatest constraint to effective
management, however, is the fact that most
protected area managers are simply ill-prepared to
handle the complexity of their jobs. The skills they
enter their jobs with are not necessarily all of the
skills they need, and opportunities for further skill
building are limited. This lack of proper training
severely hampers protected area managers'
effectiveness.

To design the PARCS assessment, members of the
conservation community developed several
hypotheses about the state of protected area
management in Africa today. The hypotheses
included the following ideas:

• That protected area managers' jobs are
becoming increasingly complex, requiring
proficiency in an array of diverse skills;

• That the training protected area managers
receive does not cover the breadth of skills
required in their jobs;

• That training for protected area managers
must be revamped to meet current needs;
and

• That new training sources are available to
be tapped.

What follows is a brief description of the PARCS
projectand a summaryofthe cross-regional findings
of the assessment that was designed to test these
hypotheses.



CHAPTER II

THE PARCS ASSESSMENT

A request to provide training for five guards in a
Botswana park sparked the idea behind the
Protected Area Conservation Strategy (PARCS).
This request was consistent with the pattern of ad
hoc training both donors and protected area
authorities have fostered across the continent. In
mostAfricancountries, neither international funders
nor protected area authorities themselves have
systematically assessed what skills protected area
staff need most. Consequently, coherent strategies
for addressing training needs are few and far
between on the national level and virtually
nonexistenton the regional and cross-regional levels.
With these thoughts in mind, the training of the five
guards gave way to a more comprehensive
assessment of training needs and opportunities
across the entire continent.

WHO SHOULD DO TH EASSESSMENT?

It was decided that inviting individuals or groups
not affiliated with any protected area authority to
conduct the assessment would maximize the
assessment's objectivity. Nongovernmental
organizations (NGOs) active in African conservation
offered the kind of experienced but objective
perspective the exercise required. Three NGOs
were invited to implement the assessment: African
Wildlife Foundation (AWF) in eastern Africa,
Wildlife Conservation Society (WCS) in central
Africa, and World Wildlife Fund (WWF) in southern
Africa. All three organizations have long-standing
experience in the field of African conservation,
especially in the designated regions. By facilitating
collaboration among the three groups, it was
anticipated that the PARCS process would spread
the lessons learned from the NGOs' existing projects
in the field and the expertise of their staff members.

COUNTRY BY COUNTRY
OR A PAN-AFRICAN PERSPECTIVE?

Protected areas dot the African continent. No matter
where a protected area is located, its management
requires many similar skills. The unique
characteristics of some areas, however, demand
site-specific skills. A continent-wide assessment
could reveal which skills managers across the
continent need and which areas generally lack such

skills. Because the PARCS team could not find an
assessment of trends across a region or regions,
they decided to draw data from as many African
countries as possible. They wanted to highlight
regional or cross-regional needs for donor or
protected area authority collaboration. They also
wanted to find areas that have met specific needs
that could serve as models for other countries on
the continent.

WHO IS THE APPROPRIATE TARGET?

The PARCS team understood that across Africa the
real work of implementing policies, carrying out
management plans, dealing with the public, and
enforcing rules and regulations falls upon the person
occupying the highest managerial level in the field.
In some countries this person is a warden, in others
a regional officer, in still others a senior warden.
The PARCS project encompasses all of these people
in the term protected area managers.

Past assessments of training needs in Africa have
largely overlooked this layer of management. In
fact, the vast majority of past assessments have
focused on game guards, who simply carry out the
directives of protected area managers. In contrast,
the PARCS team sought to fill the information gap
by focusing on the individuals who make critical
management decisions on a day-to-day basis:
protected area managers.

WHAT NEEDS TO BE ASSESSED?

Steering future training efforts away from the ad
hoc approach and toward a carefully targeted
training stra tegy demanded a completeassessment
of training needs, priorities, opportunities, and
constraints. Together with the BiodiversitySupport
Program (BSP), AWF, WCS,and WWFdesignedan
assessment that included the following elements:

• Identifying the skills protected area
managers need to do their jobs effectively;

• Determining which training needs
protected area managers see as priorities;

• Identifyingand assessing the types, sources,
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amount, and frequency of the training
protected area managers currently receive;

• Identifying additional opportunities for
training; and

• Identifying constraints to adequate and
effective training.

THE PEOPLE INVOLVED

The three implementingNGOsdesignated regional
managers to cond uct the training needs and
opportunities assessment in the field. The regional
managers were: Deborah Snelson of AWF, Annette
Lanjouw of WCS, and Michael Dyer ofWWF. These
three individuals worked directly with hundreds
of protected area staff across Africa.

THE TRAINING NEEDS ASSESSMENT

The PARCS team developed a questionnaire in
matrix form to help them assess the skills effective
protected area management requires, determine
the level of skills protected area managers currently
have, and identify the sourcesofmanagers' training.
The teamadopted the matrix approach because it is
an efficient and practical way to present the job
descriptionofa protected area manager, displaying

Figure 1. The Layout of the Questionnaire

clearly the job's main responsibilities and the array
of specific skills required for each responsibility
(see Figure 1). The Annex to this report contains a
copy of the complete questionnaire.

The PARCS questionnaire divided the skills a
protected area manager needs to meet the job's
responsibilities into knowledge skills, mental skills,
and social skills, as follows:

• Knowledge Skills
Technical
Management
Planning
Legal
Policies and procedures
Finance and accounting

• Mental Skills
Comprehension
Problem analysis
Creativity
Evaluation

• Social Skills
Oral communication
Written communication
Working with others

Main Divisions of the Job Knowledge Skills Mental Skills Social Skills

Ensure availability of a competent and well-motivated staff.

Ensure appropriate infrastructure within budget.

Ensure financial and accounting integrity of the protected area.

Ensure development and achievement of tactical plans and
budgets and contribute to protected area strategic planning.

Ensure that all activities within the protected area comply
with laws and regulations.

Ensure optimum levels of visitor satisfaction.

Ensure agreed intervention programs are completed to
budget and timetables.

Ensure harmonious relationships with
neighboring communities.

Be aware of research activities and progress against plan.

Represent the protected area and its interests in public meetings.

Ensure an appropriate balance between resource conservation
and use in the protected area.

Training Received

4
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The questionnaire's format allowed protected area
managers to compare outside assessments of the
skills their jobs require with their own perceptions
of the skills required and to indicate what skill
levels they believed themselves to possess.
Supervisors, research officers, and other relevant
individuals also assessed managers' skill levels,
whichgave the project the ability to cross-check the
data collected.

The next step was to determine instances in which
the skill levels required exceeded the skill levels
managers had actually attained, indicating a
training need. The questionnaire's format allowed
the PARCS team to extract, compare, and analyze
data across and within the three regions of Africa.
The questionnaire also collected qualitative data,
including the training managers had received, their
facility with local languages, and their computer
skills. Workshops and one-on-one discussions

augmented the information the questionnaire
captured.

Because the assessment strategies were developed
in concert with the appropriate authorities in each
country, the methods for acquiring information
varied from country to country (see Boxes I, 2, and
3 for descriptions of the needs assessments in
Malawi, Congo, and Uganda).

A strength of the training needs assessment is that
it is not just a means of gathering information but
can also be used as a training tool in and of itself.
The process of leading a protected area manager
through thequestionnaireoften leads to stimulating
discussions about important issues in protected
area management. Each participantwas allowed to
keep a copy of the questionnaire so that he or she
can refer back to it and even use it to guide future
work. Many protected area managers reported
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that the questionnaire influenced the way they
perceive their jobs' and their role in the effective
management of their area.

THE TRAINING OPPORTUNITIES
ASSESSMENT

A less structured assessment of training
opportunities complemented the training needs
assessment. The PARCS team conducted surveys
to learn more about the training protected area
managerscurrently receiveand to identify potential
sources for further training. The survey asked
institutions that currently provide training to
identify the technical fields they cover, length and
frequency of programs, degrees conferred,
admission requirements, pedagogical methods,
number of students, and number of trainers. The
team also collected evaluations and reports on the
training sources.

In some countries, the PARCS team sought
alternative sources of training that could address
the needs identified. They took special pains to
identify training sources that are cost-effective,
efficient, local, culturally sensitive, and
appropriately scaled. The team explored sources
such as professional associations, employers'
associations, consulting firms, universities, trade
associations, accounting firms, government
institutions, tour and travel companies, hotels and
hotel training schools, national institutes of
management, law societies, and business
management institutes. They asked each source
whether itwas able to provide in-service training to
protected area managers and whether it would be
interested in doing so.

7



CHAPTER III

TRAINING NEEDS

The assessment included more than 200 protected
area managers working for 20 protected area
authorities in 16 countries. The project carried out
in-depth assessments using site visits and the
complete PARCS methodology in 13 countries. The
project also conducted limited assessments in two
additional countries, using selective questionnaire
mailings, telephone interviews, al1d literature
searches to collect baseline data. Finally, only a
training opportunities assessment was conducted
in one country. See Figure 2 for a complete
illustration of the countries included in the
assessment.

The training needs assessment derived its data
primarily from the questionnaire and interviews.
The PARCS team extracted quantitative data from
questionnaire responses and used Statistical
Package for the Social Sciences (SPSS), PC Version
4, to analyze the information. Qualitative data from
the interviews supplemented the quantitative
findings. Table 1 shows the number of
questionnaires participants completed in each
country.

JOB DESCRIPTION

One of the first questions posed to protected area
managers was whether they would change, add, or
delete any of the responsibilities outlined in the
questionnaire's model job description (see Figure
1). Protected area managers across Africa generally
agreed that the job description reflected their actual
activities. Managers in some countries, however,
noted variations in roles and responsibilities.

In Botswana, for example, the Depart!1'ent of
Wildlife and National Parks is set up il'l such a way
that protected area managers in the Division of
National Parks and Reserves focus less on
management, conservation, research, and
utilization than their colleagues in other countries.
Because the department assigns these
responsibilities to other divisions such as the
Division of Wildlife Management and Utilization
and the Division of Research, Botswana's protected
area managers are responsible for visitor
management and not much else.

Table 1. Number of Questionnaires Completed by Country

Eastern Africa Central Africa Southern Africa

Ethiopia 13 Burundi 11 Botswana 11

Kenya 37 Cameroon 7 Malawi 16

Somalia 4 Congo 29 Zambia 8

Tanzania 46 Rwanda 5 Zimbabwe 12

Uganda 83 Zaire 16

In Mozambique, a limited assessment involving interviews only was conducted. In South Africa, only training
opportunities were surveyed.

9
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Figure 2 : Countries Assessed During PARCS Phase I

_ In- Depth Assessment

Burundi lnstitut National pour
[' Environnement et la
Conservation de la Nature

Botswana Department of Wildlife and
National Parks

Kenya

Malawi

Rwanda

Tanzania

Uganda

Zaire

Zambia

Zimbabwe

Mozambique

Kenya Wildlife Service

Department ofNational Parks
and Wildlife

Office Rwandais pour Ie
Tourisme et les Pares
Nationaux
Ministere de ['Agriculture, de
I'Elevage, et des Forets

Tanzania National Parks
Tanzania Wildlife Division

Uganda National Parks
Uganda Game Department
Uganda Forestry Department

lnstitut Zai"rois pour la
Conservation de la Nature

National Parks and Wildlife
Service

Department ofNational Parks
and Wildlife Management

Limited Assessment

Diretoria Nacional de Florestas
e Fauna

Cameroon Direction de la Faune et des
Aires Protegees

Congo Direction de la Faune

Ethiopia Ethiopian Wildlife
Conservation Organization

Somalia

-
Sou til Africa

National Range Agency
Somalia Wildlife Department

Training Opportunities
Assessment

In Ethiopia, the main function of protected area
authorities is maintaining the natural environment
so it can support its human population. Although
the country considers tourism a welcome by
product of conservation, it is not a high priority and
is not well-developed. As a result, Ethiopia's
protected area managers did not all agree that
ensuringvisitor satisfaction should be considered a
main division of their jobs.

In Central Africa, protected area managers
expressed a similar concern. Although managers
in this region generally take on the whole array of
responsibilities outlined in the questionnaire, not
all protected areas have tourism programs. Many
of the managers from areas that rarely receive
visitors consequently felt that providing tourist
services should not be part of their job description.

DEDICATION

The assessment revealed that protected area
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managers across Africa take their jobs seriously.
They work hard to instill a good work ethic and a
commitment to conservation in their staffs. They
also make concerted efforts to encourage positive
attitudes toward local communities (see Box 4).

Protected area managers use a wide variety of
skills. Many are highly competent in the technical
skills needed for wildlife management. Somehave
also acquired specialized skills such as finance and
accounting or extension techniques for working
with communities.

Most speak local languages. This is no small feat
since Africa boasts an enormous number of local
languages. Cameroon alone is home to more than
200 languages. Protected area managers are
increasingly involved in community issues, often
resolving conflicts between protected areas and
their neighboring communities. As a result,
communicating effectively in local languages is an
increasingly important skill.
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AREAS OF WEAkNESS

While Africa's protected area managers tend to be
hard workingand skilled, they lack specific skills in
many areas. The PARCS project first assessed areas
of weakness in terms of the main divisions of a
manager's job (see Figure 1). Theprojectfound that
most managers felt weakest in three areas:

• Implementing intervention programs, such
ascontrolled burning,wildlife management
and control, and vegetation management;

• Ensuring visitor satisfaction, such as
managing and controlling tourist activity
and developing sustainable tourism
programs with minimal environmental
impact; and

• Promoting conservation in local
communities, such as working with local
communities to promotesustainablenatural
resource management and resolving
conflicts between protected areas and local
communities.

See Figure 3 for maps showing each country's
highest priority training needs by main job
divisions.
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Figure 3 Priority Training Needs by MainJob Division

Staffing Infrastructure

Finance and Accounting

Laws and Regulations
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Tactical Planning

Visitor Satisfaction
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Interventions

Research

Resource Conservation

This main job division was not on the
questionnaire completed in Malawi.

Community Relationships

Public Relations
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Implementing Intervention Programs

That implementing intervention programsemerged
as a weakness came as quite a surprise. The PARCS
team had assumed that protected area managers
would be well-versed in such activities since they
are part of classic wildlife training. The team had
predicted that managers would have more trouble
in emerging areas such as community-based
conservation, since they are far less likely to have
received training in such areas.

According to protected area managers, however,
intervention is a growing concern. As the number
of people living in communities around protected
areas increases in many countries, animals and
humans interact more frequently. Managers are
therefore having to solve wildlife problems more
frequently.

Malawi is a case in point. A lack of effective buffer
zones means that cultivation is edging right up to
park and reserve boundaries. Animals, including
birds, are constantly venturing across protected
area boundaries onto community farmland. As
humansand animals interactwith greater regularity,
protected area managers must cope with problems
such as crop damage and attacks on humans more
and more often. These problems are not unique to
Malawi. Protected area managers across the
continent face similar problems.

Because animal interventions affect people's lives
and livelihoods, they often require sensitive
solutions. Protected area managers must often
refer the problems to central headquarters.
Consequently, protected area managers also
typically lacktheopportunity to build the analytical
skills they need to handle these problems
themselves.

Ensuring Visitor Satisfaction

Most African nations recognize that a well-run
tourism industry can generate significant revenue.
Hence, many countries are rapidly trying to expand
their tourism sectors. Cameroon, for example, has
made a big effort to expand what is already a
relatively well-developed tourism industry. In
Uganda, the industry is rebounding now that the
government has restored political and economic
stability.

As a result, ensuring visitor satisfaction is fast
becoming one of protected area managers' key
concerns. In countries where the tourism industry
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is growing or is expected to grow, protected area
managers rate competency in accommodating
tourists as a very high priority. Managers in these
countries report a great deal of interest in building
their capacity to handle the new responsibilities
associated with accommodating visitors and
managing visitor services. In countries with long
traditions of tourism, however, managers are better
prepared for tourism management. Managers in
Kenya and Zimbabwe, for example, do not identify
tourism as a priority training need.

Promoting Conservation in Local Communities

Acro!i.s Africa, skills related to community-based
conservation emerged as a high priority training
need. As more and more protected area authorities
engage incommunity-based conservationactivities,
more managers need training. In Uganda, for
example, the country's stabilization and economic
growth mean that protected area authorities are
able to fulfill their mandates more often and more
comprehensively. As a result, managers have a
growingawarenessof the need to integrate resource
conservation and community use.

As Table 2 indicates, most of the protected area
management authorities that participated in the
PARCS assessment engage in community
conservation activities at some level. Some have
initiated pilotactivities in communityconservation.
Others have established community conservation
services. Still others have entities outside of the
protected area authority that implement
community-based conservation activities.

A few countries did not consider training in
community conservation a priority. Burundi, for
example, has the most progressive community
conservation service among the central African
countries participatingin the assessment. Burundi's
protected area managers, therefore, have already
acquired skills in this area through on-the-job
training and actual experience with community
based work.

Zimbabwe is another country that did not rank
community conservationas a high priority training
need. Under its Communal Areas Management
Programme for Indigenous Resources
(CAMPFIRE), district councils have the authority
to manage wildlife on communal lands.
Community-based conservation, therefore, is
outside the direct purview of protected area
managers.
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Table 2. Community Conservation Activities

No Pilot Community Community
Community Activities in Conservation Conservation

Country Conservation Community Service by External
Activities Conservation Agency

EASTERN AFRICA

Ethiopia •

Kenya •

Somalia •

Tanzania National Parks •

Tanzania Wildlife Division •

Uganda Forestry Department •

Uganda Game Department •

Uganda National Parks •

CENTRAL AFRICA

Burundi •

Cameroon •

Congo •

Rwanda •

Zaire •

SOUTHERN AFRICA

Botswana •

Malawi •

Mozambique •

Zambia •

Zimbabwe •

Authorities are named if more than one was assessed in a given country.
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Laws and Regulations

Regional variations appeared as protected area
managers ranked their weaknesses. Managers in
eastern and southern Africa, for example, felt
confident about their ability to ensure that all
activities within their protected areas comply with
laws and regulations. Managers in central Africa,
however, ranked compliance ahead of community
conservation as a major weakness. Because
protected area authorities in this region provide
inadequatebriefingson regulations, managersoften
do not know the regulations and therefore find it
difficult to enforce them. Learning what the laws
and regulations are and how to enforce them is a
top priority for managers in this region.

Individual countries also had specific weaknesses.
The Uganda Forestry Department, for instance, is
changing its emphasis from plantation forestry to
nature conservation. This shift will result in new
zoning plans for the forest reserves and changes in
access and concession rights. Protected area
managers in the Uganda Forestry Department,
therefore, ranked training in these new laws and
regulations as a top priority.

Finance and Accounting

Interestingly,when protectedarea managers looked
at main divisions of the job, they did not identify
finance and accounting as an area of greatest
weakness. Many authorities hire junior wardens
specifically to work on accounts. As we will see in
the next section,however, protected area managers
do need skills in finance and accounting for many
other parts of their job. When specific skill needs
were assessed, the teamfound managers lacking in
these skills.

The assessment examined a broad range of skills
that help protected area managers fulfill their
various job responsibilities. A summary of the
findings by skill type follows.

KNOWLEDGE SKILLS

Knowledge skills include the ability to handle
technical, management, and legal activities. The
assessment found that protected area managers
across the continent have priority training needs in
the following knowledge skills:

• Skills associated with policies and
procedures such as knowing national and
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institutional policies and procedures for
protected areas, and visitor policies and
procedures;

• Planning skills such as knowing how to
develop staff plans and timetables, long
and short-term visitor plans, job plans, and
community conservation plans; and

• Financial and accounting skills such as
communityfinance and fund disbursement.

See Figure 4 for maps showing each country's
highest priority for training in knowledge skills.

Policies and Procedures

Policies and procedures vary from one country to
another and from one protected area to another.
Senior decision-makers are usually responsible for
developing an organization's policies and
procedures. Nevertheless, protected area managers
need to be fully aware of the many policies and
procedures that affect the management of their
protected areas.

Policies and procedures are changing rapidly in
many countries, creating uncertainty among
protected area managers about which rules they
must follow. Uganda National Parks, for example,
recently devolved major responsibility to its
wardens in charge of national parks. With this new
responsibility come many new policies and
procedures. Similarly, Kenya Wildlife Service is
undertaking a major development project that is
continuously prompting new policies and
procedures.

Even when policies and procedures remain
unchanged, they may not be clearly articulated or
readily accessible in a handbook or manual. When
handbooks are available, they are sometimes out of
date.

Planning Skills

Effectively managing a protected area authority
requires many levels of planning, ranging from
strategic planning at the headquarters level to day
to-day planningat the park level. In many protected
areas, however, managers see planningas a separate
activity undertaken by a discrete staff section. This
perception ischanging in many places, however, as
authorities delegate more and more planning
responsibility to managers. In both Tanzania
Wildlife Departmentand Tanzania National Parks,
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for example, separate planning units handle
planning but protected area managers help them
develop management plans.

Many authorities do not plan systematically. Few
protected areas have management plans, even
though authorities could create such plans without
a major financial commitment. Authorities that do
develop plans often confuse plans and wish lists,
which leads to disappointment when these plans
are not achieved because of lack of funds or other
reasons. In addition, authorities rarely assess their
progress against their plans or seek feedback that
could make future plans more realistic. Despite this
pattern of poor planning, protected area managers
recognize the value of good planning and want to
develop their skills in this area.

Financial and Accounting Skills

Because staff at headquarters usually set budgets,
protected area managers donot typically participate
in major budgetary and financial allocation
processes. Protected area managers often have
financial and budgetary responsibilities specific to
their own protected areas, however; thus they did
indicate a need for boosting these skills.

Many protected area authorities use a mixed
budgeting system. Central funds cover expenses
like salaries and vehicles. The protected area's
operatingbudget, which the protected area manager
manages, covers other expenses. Until recently,
protected area managers did not enjoy large
operating budgets. As many authorities expand
these budgets, however, managers are questioning
their financial and accounting skills. The Kenya
Wildlife Service's new development program, for
example, significantly -increases park wardens'
operating budgets to allow them to undertake
planned activities. The program stresses the
importance of good financial control, and Kenyan
wardens consequently indicate a need for further
training in this area.

Other trends underline the need for financial
training. Tracking the benefits, whether financial
or in-kind, that parks share with local communities
is essential for authorities like Tanzania National
Parks and Kenya WildlifeService that hope to show
the positive impactwildlife and protected areas can
have on neighboring communities. As activities
like benefit-sharing continue to spread, authorities
will increasinglycall upon protectedarea managers
to track these transactions.

18

Protected area managers across Africa recognize
that computers could enhance the speed and
efficiency with which they track budgets and
financial transactions. Nevertheless, the assessment
found that few managers actually have computer
skills. Few even have access to computers unless
they are associated with a project that makes a
computer available.

Technical Skills

For protected area managers in central Africa,
training in technical skills emerged as the third
highest priority, above finance and accounting.
Managers need technical skills for interventions,
visitor management, communityconservation, legal
and regulatory compliance, and resource
conservation. Although Francophone Africa's
primary wildlife management training institute
the Ecole des Specialistes de la Faune in Garoua
(EFG), Cameroon-emphasizes technical skills
rather heavily, it does not cover some skills, such as
community conservation and visitor services, at
all. Moreover, many central African managers
have not even attended EFG.

MENTAL AND SOCIAL SKI LLS

In addition to knowledge skills, the assessment
examined mental skills such as problem analysis
and comprehension as well as social skills such as
oral and written communication. The greatest
weaknesses lay in the following areas:

• Creativity such as developing options to
achieve plans and budgets in light of
changing circumstances and designing or
adapting interventions to meet specific
needs;

• Problem analysis such as determining the
causes of poor staff performance, failure to
achieve goals or keep budgets, or deviation
from the intended results of interventions;
and

• Evaluation such as evaluating staff
performance and determining why certain
initiatives have succeeded or failed.

See Figure 5 for maps showing each country's
highest priority for training in mental and social
skills.

One of the PARCS assessment's key findings is that
centralized decision-making limits the authority of
protected area managers in many countries. Many
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countries are now starting to reverse this tendency
toward centralized decision-making. As staff at
headquarters devolve more and more decision
making responsibility to protected area managers,
the need for additional training in problem-solving
skills is increasing.

Unsurprisingly, protected area managers ranked
creativity, problem analysis, and evaluation as
priority training needs. As their responsibilities
increase,managers need to leamhow to understand
the causes of problems, develop and implement
solutions, and evaluate the effectiveness of their
actions. The assessment found that protected area
managers in all of the countries assessed had only
limited recognition that training could enhance
these skills.

19



Figure 5 Priority Training Needs in Mental and Social Skills
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Working with Others
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CHAPTER IV

TRAINING OPPORTUNITIES

The PARCS team examined how human resource
development is handled by protected area
authorities, what institutions generally provide
training to protected area managers, and what
other sources of training might be tapped.

HUMAN RESOURCE DEVELOPMENT

Ensuring that employees perform their jobs to the
bestof theirabilities is a goalofanywell-functioning
organization. According to the field of human
resourcedevelopment, anorganization canachieve
this goal by using a training plan in conjunction
with the following tools:

• Job descriptions;

• A training officer; and

• Training records.

Atrainingplan isa structured programthatoperates
on a pre-established timetable to ensure that all
staff members receive adequate and appropriate
training. Takingintoaccountshort-,medium-,and
sometimes long-term objectives, a training plan
shouldenable staffto begin theirjobs well-prepared,
ensure thatprofessional developmentand refresher
courses are offered regularly, and ensure that
training programs are monitored and evaluated.

Job descriptions detail the expectations an
organization holds for particular positions. Job
descriptions should provide enough meaningful
information so that job holders and their managers
can use them to improve performance and the
personnel department can use them to evaluate
staff and analyze training needs. Training officers
are the individuals within an organization charged
with organizing and overseeing staff training.
Training records are formal charts listing
chronologically and systematically the type of
training each staff member has received.

A training plan supported by job descriptions,
training officers, and training records enhances an
organization's ability to address its staff needs. All
too often, Africa's protected area authorities lack
these crucial elements. The result is ad hoc training
that mayor may not meet priority needs.

In Uganda, for example, neither Uganda National
Parks nor the Uganda Game Department uses a
training plan, keeps training records, or allocates
funds for training. Neither authority has training
officers; deputy directors take responsibility for
monitoring training activities. Both organizations
recruit graduates from Makerere University as
wardens. Yet both organizations rely on external
donors to provide scholarships that allow their
staff to attend the College of African Wildlife
Management (CAWM) at Mweka or receive other
types of formal training. Neither organization
tracks the funds available for training through
donor-supported projects. This situation is typical
of most protected area authorities in Africa.

Many protected area authorities, however, are
trying to fill these gaps. The Uganda Forestry
Department, for example, has a trainingofficerand
recently launched a comprehensive in-service
training program. Following an organizational
restructuring in Tanzania National Parks, the
authority charged the director of administration
and personnel with the responsibility for training.
The authority filled this post for the first time in
1992 and developed a preliminary training plan.
The KenyaWildlifeServicehas appointed a training
manager and developed a training plan; it is now
finalizing its job descriptions and establishing a
training unit.

Following is an accountofwhere training plans, job
descriptions, training officers, and training records
were found in the countries assessed. See Table 3
for a tabular breakdown of these findings by
country.

Training Plans

The PARCS team found training plans in only one
place, a subsection of Uganda's Forestry
Department; the Forestry Department recently
developed a plan for in-service training in natural
forest conservation. Tanzania National Parks has a
preliminary training plan. Kenya Wildlife Service
and Burundi's Institut National pour
l'Environnement et la Conservation de la Nature
are preparing training plans. None of the other
countries assessed had readily identifiable training
plans. In many countries, in fact, even the idea of a
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training plan was apparently unfamiliar. The ad
hoc approach has been acceptable for so long that
many authorities can see no other way of training
their employees.

Job Descriptions

Protected area authorities across Africa typically
do not link training to job responsibilities simply
because protected area managers do not have job
descriptions. Only the Ethiopian Wildlife
ConservationOrganization, KenyaWildlifeService,
and Uganda National Parks were able to provide
job descriptions.

Training Officers

The PARCS assessment found that Burundi,Congo,
Ethiopia, Kenya WildlifeService, TanzaniaWildlife
Department, Uganda Forestry Department, Zaire,
and Zimbabwe all had training officers. In many
cases, however, these training officers merely kept
training records and helped teachcoursesatnational
wildlife training institutes. Seldom did they
implement training plans or design and run in
service training programs.

Training Records

The majority of the countries assessed maintain
training records, although these records typically
noted only formal training received abroad and not
other types of training such as attendance at
workshops, seminars, and conferences. Some listed
short courses or workshops offered by the
department. Cameroon, Congo, Somalia, Uganda
Game Department and Uganda National Parks all
lacked training records.

SOURCES OF TRAINING

Most of Africa's protected area managers receive
some form of preservice trainingat a wildlife college
or a university followed by on-the-job training.
When formal training occurs after recruitment, it
typically takes place at wildlife institutions. What
follows are briefdescriptions of the types of training
protected area managers usually receive.

Formal Training

Protected area managers look highly upon training
that is "certified," or followed by a promotion.
Carrying prestige and value, a degree or diploma
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also makes the recipient eligible for positions not
otherwise available. Hence, formal training is the
predominant form of training for Africa's protected
area managers.

The wildlife institute Anglophone Africans most
often attend is the College of African Wildlife
Management(CAWM)at Mweka inTanzania. Most
of Malawi's protected area managers, for example,
hold CAWM certificates or diplomas. The school
Francophone Africans mostoftenattend is the Ecole
des Specialistes de la Faune in Garoua (EFG),
Cameroon. In Zaire, for example, all protected area
managers in the field have attended EFG. (Boxes 5
and 6 desctibe CAWM and EFG in greater detail.)

Botswana's protected area managers train at the
Botswana Wildlife Training Institute (BWTI) at
Maun. Established in 1979, BWTI provides
preservice and in-service training programs for all
categories of staff. Zimbabwe's protected area
manager recruits train at the Natural Resources
College at Mushandike Sanctuary. Initially
appointed to the rank of ranger, graduates may
work their way up the hierarchy.

Many protected area managers receive a university
educationas well as basic trainingatwildlife training
institutes. In central Africa, a number of protected
area managers hold university degrees. Although
mostofthese protectedarea managers hold degrees
from universities within their own countries, some
are from universities in Europe, Russia, or the
United States.

In southern Africa, protected area managers are
increasingly seeking universi ty training. InMalawi,
for example, graduates of CAWM assume the rank
of assistant protected area manager. They can
become professional wildlife officers only if they
obtain university degrees. The Zambian National
Parks and Wildlife Service is considering the
possibility of recruiting university degree holders,
placing them in premanagerial positions, and
sending them to CAWM for graduate wildlife
diplomas.

This move toward university training is consistent
with the trend toward "professionalizing" the post
of protected area manager that is occurring in such
countries as Zambia and Malawi. Authorities in
these countries feel that having degreed protected
area managers creates opportunities for exchange
between research and management units since
researchofficersalmostalwayshavedegrees. They
hypothesize that as management staff get more
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Table 3. Training Components Identified During the PARCS Assessment

Country or
Protected Area Authority Training Plan Job Descriptions Training Records Training Officer

EASTERN AFRICA

Ethiopia • • •

Kenya Wildlife Service Under
preparation • • •

Somalia

Tanzania National Parks Preliminary na •

Tanzania Wildlife Dept. na • •

Uganda Game Department na

Uganda Forestry Department • • • •

Uganda National Parks •

CENTRAL AFRICA

Burundi Under
preparation • •

Cameroon

Congo •

Rwanda •

Zaire • •

SOUTHERN AFRICA

Botswana •

Malawi •

Zambia na •

Zimbabwe na • •

• =components exist
Blank =component does not exist
na =not available; PARCS team was unable to obtain a copy
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experience with research procedures, their

understanding of protected area management will

improve.

The pattern is the same in eastern Africa. Most

protected area authorities in this region want their

protected area managers tohave universitydegrees.

They believe that people with degrees are more

skilled and more able to bring sound thinking to

their work. This trend encourages protected area

managers who lack degrees to pursue further

studies. Unfortunately, manyof the undergraduate

courses offered are not directly relevant to wildlife

management. Protected area managers must

usually traveloutside the region to find appropriate

courses. Only at the graduate level can managers

find applied courses that cover relevant topics and

provide intellectual rigor. Because graduate-level

courses require anundergraduatedegree, protected

area managers can find themselves undergoing a

two-year diploma course and a three-year

undergraduate course before finally becoming

eligible for a two-year graduate-level program

Undertaking this training requires a huge

commitmentoftimeand moneyand takes managers

out of the field for many years.
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On-the-Job Training

On-the-job training includes both trial-and-error
learning and advice, recommendations, and
instructions from colleagues and superiors.
Although on-the-job training is informal and
unstructured, it can be an important method of
skills acquisition, especially for protected area
managers with six to ten years of job experience.
Almost all protected area managers mentioned

thaton-the-job trainingcontributed significantly to
their level of skill.

In-Service Training

In-service training can help consolidate job
experience and provide an opportunity to train
staff in skills they will need in the future. Given the
emphasis on formal training, however, protected
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area authorities do not take full advantage of

workshops, seminars, conferences, and other forms

of in-service training.

Protected area authorities in Africa generally do

not plan, execute, or program any training for their

staff. In many cases, in-service training is lacking

dueto theabsenceofadepartmental trainingofficer;

in other cases, the lack is due to the absence of

training plans.

Closely tied to donor assistance, most training is

opportunistic andadhoc. Thisapproachhasbecome

entrenched in the thinking of many authorities. As

a result, it is hardly surprising that most protected

area authorities have not established effective in

service programs.

However, in-service training does exist on the

continent. The Uganda Forestry Department, for

example, provides structured in-service training

programs. The training involves workshops and

seminars as well as short courses at Nyabyeya

ForestryCollege. The training's primary purpose is

to help Forestry Department staff shift from a

traditional plantation and extraction orientation to

a conservation and sustainable use orientation.

The training focuses on skills in such areas as

census and inventory techniques and forest

management plans. Target groups include forest

guards, forest officers, district forest officers, and

headquarters staff.

South Africa has offered in-service training to its

protected area managers for several years (see Box

7). In addition, the country is to establish a wildlife

management institute that would provide hands

on, practical training in applied resource

management. Initially managers already in service

would receive the training.

Other countries are now in the process of

establishing in-service training programs. Burundi,

for example, is developing in-service training for

guards and other lower-level field staff and hopes

to extend training to managerial-level field staff.

In Botswana, a recent evaluation called for a

complete restructuring of the preservice and in

service training provided by the BotswanaWildlife

Training Institute. This restructuring will help the

DepartmentofWildlifeand NationalParks address

the training needs associated with its expanded

mandate to implement national policies relating to
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wildlife, conservation, and tourism. Although all
categories of protected area staff will eventually
benefit from the institute's training, the initial
emphasis will be on training new members of the
department.

The Kenya Wildlife Service is establishing an in
service training program based at the Naivasha
Wildlife Training Institute. The primary goals of
the new program are to familiarize protected area
managers with the Kenya Wildlife Service's Policy
Frameworkand Developmentprogram and to teach
new skills inareas such as communityconservation
and annual planning. Kenya Wildlife Service is
also trying to develop a monitoringand evaluation
system to assess the training's efficacy (see Box 8).

Contribution ofDifferent Types of Training to
Managers' Skills

The PAReS assessment revealed that most
protected area managers see formal training as a

wayofsignificantly improving their abilities. They
also consider on-the-job training as a way to
contribute significantly to their performance.

Table 4 shows the types of training that protected
area managers said contributed to their skills base.
The percentages show how strongly the managers
thought each type of training helped. As Table 4
shows, most protected area managers consider
formal wildlife training institutes to be the most
important source of skills. They rarely saw in
service training as contributing significantly. In
fact, Table4 may even overrepresent the amount of
in-service training offered since respondents
rnarked in-service trainingeven iftheyonlyreceived
such training once. Even when in-service training
is offered, only sometimes do managers say that it
contributed significantly to their skills. This finding
probably reflects the quality of current in-service
training.
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Despiteprotected area managers' limitedexperience
with in-service trainingand their strong preference
for formal training, they widely acknowledge that
in-service training is an appropriate way to gain
practical skills and fill gaps in knowledge. They
also recognize that merely attending workshops
and seminars does not make them good managers.
Protected area managers want training
opportunities to be carefully tailored and
sequentiallystructured so theycan build their skills
in a logical manner.

The assessment found that attitudes toward
different types of training change over time. New
recruits with formal training, for example, often
said that their formal training contributed most to
their skill levels. Managers with six to ten years of
experience report thaton-the-job traininghas helped
them most. Although this finding is particularly
pronounced for mental and social skills, it is true
for knowledge skills as well. As long-serving
managers move into moresenior roles, they require
new skills and updated knowledge in a variety of

Table 4. Contribution of Training Types to Knowledge Skills

Formal
Wildlife Other

Country or Training Formal In-service On-the-job
Protected Area Authority Institute Training Training Training Other

EASTERN AFRICA

Ethiopian Wildlife 100% 100%
Conservation Organization

Kenya WildlifeService 100% 83% 100% 100% 100%

Malawi 100% 33% 50% 100%

Somalia 83% 50% 50%

Tanzania National Parks 100% 100% 67% 100% 100%

Tanzania Wildlife Department 100% 100% 100%

Uganda Forestry Department 100% 100% 17% 100%
Protected area managers

Uganda Forestry Department 100% 83% 83% 100% 33%
Regional managers

Uganda Game Department 100% 100% 100% 100% 100%

Uganda National Parks 100% 100% 100% 100% 17%

CENTRAL AFRICA

Burundi 100% 33% 83% 50%

Cameroon 100%

Congo 100% 100% 100% 17%

Rwanda 100% 50% 100%

Zaire 100% 50% 100% 67%

SOUTHERN AFRICA

Botswana 100% 50% 17%

Zambia 100% 67%

Zimbabwe 100% 17% 100%

Percentages were calculated by diViding the number of knowledge skills the type of training improved by six, the total
number of knowledge skills listed on the PAReS questionnaire.

A blank means that this type of training was not indicated as having contributed.
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technical areas. Currently they have to draw heavily
from the formal training they received at the startof
their careers. The PARCS project identified a need
for timely intervention for protected area managers
reaching this stage of their professional
development.

POTENTIAL TRAINING OPPORTUNITIES

A fundamental hypothesis underlying the PARCS
project is that training does not necessarily involve
tremendous amounts of time or money. This is
especially true of in-service training, which
upgrades and reinforces existing skills over the
course of a career. The PARCS team discovered
many untapped sources of training in the countries
assessed. Table 5 outlines the types of untapped
training sources the project team uncovered.

In many cases, the team identified specific sources
of trainingand explored the possibilities for tapping
them. In Congo, for example, the project found a
number of people withexpertise in the legal aspects
of protected area management. Under PARCS
Phase II, these people will develop a manual
explaining international and national laws
concerning natural resources and including specific
do's and don'ts for protected area managers. Since

78 percent of Congolese protected area managers
identified a training need in more than 60 percentof
the questions asked about legal skills, a manual like
this should be an important resource. And since
most of Francophone Africa's laws regulating
natural resource use and protection are based on
the French legal system, the manual could probably
be adapted for use in a number of central African
countries. Box 9 delineates other concrete
suggestions that emerged from the assessment of
training opportunities in eastern Africa.

The project team also sought ways that authorities
could meet training needs on a regional basis. For
example, southern Africa contains several key
wetland areas-Kafue, Begweulu, Okavango,
Zambezi Floodplain, Elephant Marsh, and Lake
Chilwa-all of which have different ecological,
economic, and sociological conditions. ThePARCS
regional manager for southern Africa suggested
that Zambia could possibly serve as a center for
training in wetlands conservation, with protected
area managers from throughout the region
attending specially designed courses at Kafue or
Lochinvar.

Phase II of the PARCS project is continuing the
search for relevant training opportunities to meet
identified needs.

Table 5. Training Opportunities

Needs Sources

Clerical schools
Bookkeeping skills Accounting firms

Industries

Business schools
Personnel management skills Management consulting firms

Industries

Hotel schools
Tourist management skills Business schools

Tourism and safari companies

Legal skills Law schools
Law firms

Engineering firms
Infrastructure skills Public works training centers for road-building,

vehicle maintenance, and so on

Business schools
Strategic planning skills Consulting firms

Industries
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CHAPTER V

CONCLUSIONS

ThePARCSassessmentsupported manycommonly
held assumptions about the status of protected area
management in Africa. Itdecidedly refuted others.
The assessment's findings and the specific concrete
recommendations they lead to arearticulated below.

THE FINDINGS

The findings are clustered around four basic
hypotheses that underpinned the assessment.

The Job

Hypothesis: That protected area managers' jobs
are becoming increasingly complex, requiring
proficiency in an array of diverse skills.

Finding: The assessment confirmed that protected
area managers' jobs involve a high degree of
complexity. The assessment found that protected
area managers need to be spokespersons for the
interests of protected areas. They need to
understand the needs, cultural practices, and rights
of communities bordering protected areas. They
need to interact effectively with communities
surrounding protected areas and, in many cases,
work with residents on conservation and
development activities. They need to maintain a
comfortable, safe environment for tourists and
ensure that the monies generated by tourism are
collected and accounted for responsibly. They
need to be able to manage their staffs, enforce laws,
provide input on plans and policies, and help
implementthose plansand policies. And,ofcourse,
they need a whole range of scientific and technical
skills to sustain the natural resources they are
charged with protecting.

Training Needs

Hypothesis: That the training protected area
managers receive does not cover the breadth of
skills required in their jobs.

Finding: Theassessment found that protected area
managers havenotattained necessary skill levels in
a number of key areas. Surprisingly, many are not
even comfortablewith their ability to perform basic

wildlife management interventions. In addition,
protected area managers need skills in many new
areas to help them cope with emerging areas of
responsibility, such as community conservation
and tourist services. Specific skills managers lack
include knowledge of policies and procedures,
planning skills,and financial and accounting skills.
Formal wildlife management training programs
do not typically cover these areas, but they are
becoming increasingly important as protected area
authorities devolve responsibility and decision
making to the field level. Protected area managers
also feel that their problem-solving skills are
inadequate. This inadequacy may be traced to the
lack of decision-making autonomy protected area
managers have long experienced.

Current Training Opportunities

Hypothesis: That training must be revamped to
meet current needs.

Finding: Protected area authorities and managers
still see formal training methods as the optimum
source of training. However, traditional training
institutions and programs in Africa generallyhave
not kept pace with the increasing demands of
protected area managers t jobs. The inadequacies of
traditional training range from the slow and limited
adaptation of curricula to evolving needs to
shortages in funding, insufficient staffing, and the
limited amount of practical, hands-on training.
Nevertheless, both the College of Mrican Wildlife
Management (CAWM) atMweka and the Ecoledes
Specialistes de la Faune in Garoua (EFG) have
reviewed their curricula and appear poised to
revamp their programs to reflect the changing
realities of protected area management.

Potential Training Opportunities

Hypothesis:That new trainingsources areavailable
to be tapped.

Finding: In many countries, moves are underway
to train more professionals at universities, to utilize
more recently established national training
institutions, and to tap training opportunities in
South Africa. Theassessment found that numerous
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other potential sources of training, however, are

going untapped. These sources include local

industries, other government departments, and

local experts in specific fields.

RECOMMENDATIONS

Training in most countries follows a basic

pattern of formal training followed by very

informal on-the-job-training. The ethic of training

as a process that occurs throughout a protected

area manager's professional career has not yet been

firmly established within Africa's protected area

authorities. Formal training cannot possibly cover

everything that protected area managers need to

know throughout their careers. As their careers

unfold, protected area managers need different

skills and different levels of skills. Protected area

authorities need a way to recognize and address

these evolving needs. Thus far they generally have

not takenon the responsibility for institutionalizing

plans or processes for maintaining well-trained

staffs.

To establish training as a long-term process,

protected area authorities must recognize that

planning is essential. Akey tool is the training plan.

A good training plan takes into account short- and

medium-term skill-building objectives as well as

long-termhuman resourcedevelopmentobjectives.

The plan should layout a strategy that enables staff

to assume their posts with skills they need to do

their jobs and ensures that professional

development and refresher courses are offered

regularly. Training plans should be linked to an

ongoing process of identifying training needs. As

the curricula reviews at CAWM and EFG and the

PARCS assessment demonstrate, this process can

be done relatively easily. The plan should include

away to monitorand evaluateall trainingprograms.

The training plan must be tied to job descriptions.

Where job descriptions do not exist, they should be

developed. Training officers should implement

the plan and maintain training records.

Once a training plan is in place, protected area

authorities can begin to develop short courses

tailored to the specific needs of their staffs. This

training may take the form of courses given by

mobile training units, courses given at existing

training institutions, or courses given at

headquarters when field staff visit the capital. In

many cases, it might be possible to transform on

the-job training into in-service training programs

that use experienced protected area managers as
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mentors to younger staff members. Authorities

should also explorenon-traditional trainingsources,

including the private sector. Althoughthe authority

can most easily, efficiently, and cost-effectively

organize programs, actual training need not be

carried out in the authority or by the authority's

own trainers.

To convince field staff that in-service training is

useful, authorities must offer some form of

recognition to participants. All in-service training

programs should include a system of evaluating

participation and rewarding excellence. Ideally, in

service training will be linked with improved

performan~eonthejoband,hence, to salary increases

or promotions.

Of course, even low-cost training does require

resources. A good training plan can help protected

area authorities lobby for donor support in areas

where there are high-priority needs. A training

plan can help authorities strengthen their ability to

secure funds and use them wisely.

Although this reportemphasizes in-service training,

itis importantto underscore that the valueof formal

training in preparing individuals for specific

positions in the protected area management

hierarchy is unquestionable. The problem arises

when protected area managers work for many years

without receiving any additional training.

That said, existing training institutions need help in

updating their curricula in order to produce

gradua tes whocanmeetnewstandards for protected

area managers. Institutions, for example, should

give much more emphasis in their curricula to

balancing theprotectionanduseofnatural resources.

Coursecurricula should also help students develop

new specialized skills such as those required for

tourism, a growing industry throughout Africa.

New training should also include the techniques

required for developing management plans and

strategies for protected areas. All training should

encourage practical, hands-on experience.

CLOSING REMARKS

The PARCS assessment has already sparked new

thinking about protected area managers' jobs and

about how their needs can be assessed and met. In

its second phase, PARCS will help protected area

authorities implementsomeoftherecommendations

outlined above. The PARCS team is working to

strengthen the project's role as a catalyst for

stimulating ideas and prompting new approaches

to training Africa's protected area managers.
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I. THE APPROACH

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, playa 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:

• ThejobofaPAMisbecominganincreasingly
complex task, requiring technical skills
relating not only to wildlife and tourism,
butto management, planning, law, policies,
finance, and accounting as well.

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

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

• Few PAMshaveaccess to the formal training
opportunities available.

• Data are limited on the effectiveness,
relevance, and valueof traditional and non
traditional forms of training for PAMs.

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

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

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

Intheearly 1990s,afew membersoftheconservation

community began to search for data to support or
refute these observations regarding training and
protected area managers. It was found that most
recent assessments of training in Africa have
concentrated on non-managerial staff in protected
areas (particularly rangers). Those thatconcentrate
onmanagerial staffhave tended to focus onnumbers
of people requiring training to meet staffing
projections. In1986, for example, the United Nations
Foodand AgricultureOrganization (FAO) provided
aquantitative assessmentofhuman resource needs
for protected area management in Africa (Jingu,
1986). There was no attempt in this assessment,
however, to examine the content of the training
beingoffered or to evaluate the meritof the training
offered with respect to current needs in protected
area management.

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

The Protected Area ConservationStrategy(PARCS)
assessment was developed, in part, to fill the data
gap on training needs, priorities, constraints, and
opportunities among protected area managers.
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The assessment is designed to:

• assess skills needed for effective protected
area management;

• assess present skill levels;

• determinethe types, amount,and frequency
of training currently received;

• assess training needs;

• identify constraints to adequate and
effective training;

• identify the institutions and programs
presently used for training;

• identifypotentialopportunities for relevant
training; and

• identify pilot activities to test innovative
training methods.

The PARCS needs assessment builds on the
breakdown of functions adopted in the Child and
Sefu assessment, but expands the scope to include
a broader range of skills. The PARCS assessment
departs from earlier assessments, however, in a
number of ways. First, it embraces a participatory
approach in that the assessment allows protected
area managers themselves to (i)determine theskills
required for the job of protected area manager, (ii)
assess their own skill levels, and (iii) help identify
where training is presently being obtained in the
required skills. Second, the assessment identifies
specific, targeted trainingneedsand then examines
a wide range ofopportunities to match these needs.
Finally, the assessmentcovers the bulkofsouthern,
eastern, and central Africa, thus enabling findings
across countries and regions to be compared and
facilitating the cross-fertilization of ideas and
initiatives.
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II. TARGET GROUPS AND GEOGRAPHICAL FOCUS

The primary targetfor the PARCSassessment is the
protected area manager, the highest ranking
manager on-site in a protected area. Across the
many countries in the PARCS assessment, a wide
variety of individuals with a multiplicity of titles
may act as PAM (e.g., regional officers, warden,
senior warden). To identify the appropriate
individuals for the assessment in each country, it is
necessary to carefully examine organizational
structures and job descriptions.

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 managementand planning. Hence,
in countries where the PARCS regional manager
and the relevant core team representative deem it
possible and desirable, the assessment will be
broadened to include the level of management
above the PAM (Le., field operationsdirector (FOD)
at departmental headquarters).

It is also recognized that in many cases, the job of
PAM will eventually be filled by individuals
immediately below the level of PAM (depending
on organizational structures and the procedures of
the organization). The regional manager and the
core team representative therefore may decide to
include intheassessmentindividualsdirectly 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. Incountries such as Zaire,where there
are rarely managerial positions below the PAM,
lower levels will not be included. There is no
intention toextend theassessment tononmanagerial
protected area staff (e.g., rangers, scouts, and
technicians).

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

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

• protected area managers;

• officers senior to PAMs and other
individuals who have recently worked as
PAMs;

• field operations directors;

• trainers/lecturers at wildlife institutions
where PAMs receive training; and

• research officers.

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

Practical realities, however, will inevitably dictate
thatin-depth assessments can only bedone in some
countries, limited assessments in others, and no
assessments in yet others. In-depth assessments
involve in-country site visits and follow the
methodology described in this document. Limited
assessments involve more cursory assessments,
often conducted from outside the country using
available means (e.g., limited use of the
questionnaire through selective interviews and
mailings, collection of baseline data through
telephone interviews, and literature searches).

The practical realities thatdictatewhereassessments
are conducted include, but are not limited to:

• government cooperation;

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

• civil warfumest;
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• the relative importance placed on a
country's biodiversity and protected areas
vis it vis other countries in the region; and

• the potential for further PARCS activities.

Decisions regarding priorities for the use of time
and funds among countries are the joint
responsibility of regional managers and their
respective core team members.
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III. PRELIMINARY GROUNDWORK

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

THE INITIAL MEETING

Regional managers arrange an initial meeting with
a seniorofficiaC usually the director, atdepartmental
headquarters. If there is a person responsible for
training stationed at headquarters, that person is
also contacted. The initial meeting may be an
informal onewhere the regional manager describes
the PARCS project and requests information to be
collected and/or appointments to be 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), as well as the organizational structure
for the whole department and, if available, for
individual protected areas.

At the formal meeting at headquarters, a briefing is
given on how the PARCS questionnaire should be
adminis teredo The preferred strategyfor conducting
the questionnaire is for the regional managers to
hold interviews and discussions with PAMs and
make site visits to observe protected area
management directly. The regional managers,
however, must tailor their approach to individual
country circumstances. Options for conducting the
questionnaire are:

• to explain the questionnaire and have the
PAM fill it out with the regional manager
nearby to assist;

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

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

• to mail out the questionnaire; or

• to use a surrogate (e.g., consultant,
colleague) to do one or more of the first
three options.

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

MEETING THE FOD

The regional manager may then arrange meetings
with FODs during which they are asked to complete
the needs assessment questionnaire as an
independent validation of PAMs' responses. They
are asked to rate the general skill levels of PAMs in
the organization.

The regional manager may decide to discuss the
FOD's positionand training needs. This is intended
to bean informaldiscussion. The regional manager
presents the following as the main aspects of the
FOD's job that may carry training needs:

• strategic planning;

• development and compliance of policies,
procedures, and standards;

• representation of organization and public
relations;

• planning optimal deployment of well
motivated competent staff;

• development and achievement of
operational plans and budgets;
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• planning for availability and optimal
deployment of technical specialist services
from headquarters to protected areas;

• ensuring availability of hardware and
software necessary to achieve
organization's objectives, within budget;
and

• managing concessions in protected areas.

The FOD is asked to verify that these are the key
aspects of the job and to comment on the list. The
FOD is then asked what kind of training is needed
to accomplish these tasks and what are his /her
three priority training needs and the main con
straints to obtaining this training.

Mter the initial meetings have been concluded and
the strategy for conducting the needs assessment
has been set, the needs assessment is conducted as
outlined in the following section.
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IV. THE NEEDS ASSESSMENT

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

• the questionnaire could be designed as a
matrixand serveasanefficientand practical
way to present the array of specific skills
required for the job of a PAM;

• the questionnaire provides a convenient
tool to compare outside assessments of the
skills required of the PAM with the PAMs'
perceptions of required skills;

• the questionnaire provides aqualitativeand
quantitative means of assessing training
needs; and

• the questionnaire lends itself well to
standardized dataextraction, manipulation,
comparison,andanalyses across and within
the three regions of Africa.

A strength of the questionnaire is that it is not just
a means ofgathering information, but itis 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.

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

PRE-QUESTIONNAIRE DISCUSSION

Before the questionnaire is filled out, the regional
manager! conducts a pre-questionnaire discussion.
In that discussion, the PARCS project and its goals

and objectives are described. The questionnaire is
introduced as the PARCS team's perception of the
tasks, skills, and competencies required of an
effectivePAM. !tisexplained that the questionnaire
is a tool to help PAMs identify their own training
needs. In their explanation of the PARCS process,
the regional managers strive to dampen any
unrealistic expectations forfuture PARCS activi ties
in country.

The regional managers then explain how to fill out
the questionnaire. They explain that the main
divisions of the job are shown in rows A-K and that
the first column shows accountabilities and
responsibilitiesassociated with these maindivisions
of the job. The respondents' first task is to read
these responsibilities and accountabilities and add
or delete according to their own views of the job.

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

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

Instructions are then given for the questions
immediately following the questionnaire'. It is
explained that columns 15-17 should be read to

'While regional managers may utilize surrogates to conduct certain portions of the PAReS assessment, the term regional manager willbe used throughout.
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help spark ideas in answering the questions on
work ethics, commitment to conservation, and
attitudes toward adjacent communities.
Respondents are told that these are difficult
questions that require some thought, and there are
no wrong or right answers to these questions. The
language and computer questions are then
explained; the importance of language is explained
with respect to working with local communities.

Respondents are told that when they come to the
bottom of each column they should complete
compartmentLbyindicatingwhich form oftraining
(e.g., formal wildlife training institutions, in-service
training, on-the-job training, or other) has
contributed most to their 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 of the
questionnaire. Finally, they are asked to list their
three training priorities on the last page of the
questionnaire.

Direct examples from the questionnaire are used
liberally in the pre-questionnairediscussion 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 continuously refer back to the main
divisions of the job as they go down the skills/
competencies columns.

Finally, respondents are reminded that accuracy
and honesty are required in order to meet the
objectives of the project and, therefore, the
questionnaire is designed to be confidential and
anonymons. 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 peoplehave nothing to lose or win
by being anything but honest. There should be
little reason for participants to deliberately provide
inaccurate data.

Respondents also are informed that it will take
approximately 2.5 hours to complete the
questionnaire. The questionnaire was created in
the word processingprogramWordPerfectand has
been produced in English and in French (see
following questionnaire).
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Annex 1

PROTECTED AREAS CONSERVATION STRATEGY (pAReS): TRAINING NEEDS ASSESSMENT

Four organisations, the African Wildlife Foundation, Wildlife Conservation International, World Wildlife Fund and the
Biodiversity Support Program are working together on a project called PARCS. One of the main aims of the project is to
identify the skills required for the job of protected area manager and to assess the training needs.

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

• to check the appropriateness of the chart to your job

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

Before filling in the questionnaire please read everything through very carefully. This information will be confidential and
will be 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 types of training you have already received.

• The flfSt column shows 'accountabilities and responsibilities' associated with each division A-K. Please add any further
accountabilities and responsibilities specific to your job by writing in the relevant compartment.

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

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

KNOWLEDGE (columns 2-7)

Knowledge has been grouped into four levels:

1.
2.
3.
4.

None
Some
Working
In-depth

has no knowledge of subject matter indicated
awareness of the subject and general applicability
sufficient knowledge to complete routine tasks
a breadth and depth of knowledge which enables initiative to be taken in
non-routine situations

nla = not applicable in present job. Please indicate your knowledge level.

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

In the left hand box put the number which corresponds to your view of the level of knowledge needed to do the job
suc<!essfully.

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

ego in E5:

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

Such an answer shows us that the person completing the questionnaire agrees that in-depth knowlcdge is necded (4 in the
left hand box). By putting 3 in the right hand box the respondent has identified a training need.

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

46



MENTAL AND SOCIAL SKILLS (columns 8-14)

Mental and social skills have been grouped into four 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 your job by circling either Yes (Y) or No (N).

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

ego in F9:

determining true causes of visitor
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.

When you come to the bottom of each column please complete the compartment by showing which forms of training have
contributed most to your skills in the subject of the column. Use the categories described before. Please list the most
important one first.

ATTITUDES (columns 15-17)

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

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.
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It'

11

1

~

6

"

KNOWLEI>GE

Main Divisions or the Job I. Auountahl1ity and Responsibilities
2. Terhnlcal (Wildlire(Tourism)

A Ensure availability of a · Maximizinf< pOlcnlial of allocatcd slaff

competent and well- · Rcsponsib e for idenlifying training needs

moltvated staff · RcsRonsihlc for recommendations and

app kat ion nf di~cip1in",ry f11caSl1rc~

j·
I

n Ensure appropriale · Responsible and acnlUl1(:lhlc for main.enance, Workin!! knowledge of infrastructure, construction, sitings, malerials

tJ
Infrastrur"'re within rcp:1ir, rchahililnlion and construction etc. 0
hudget · Recommending additlonnl facilities

·
C Ensure financial and · Accountahle and responsihle for all rcvenuc

accounting integrity of the ~eneraled and disbursement (received from

prolerted area eadquarte", and rereipts)

· Responsihle for accurate acrounting

·
D Ensure deverorment and · Accountable for develosment of annual plan

arhievement ° tartieal and bud!?el of protecte area

plans and hudgets and · ResponSible for working within the agreed plan

contribute to protected and budget
area strategic planning · Identify strategic options in the protected area

and contr;hute to strategie planning

·
E Ensure that all activities · Accountable for enforcement of law and In-depth knowledge of safe praetiees with respecI to wildlife DO

wilhin the ~rotected area regUlation and ensuring safe praclices

com~ly.wit laws and throughout the prolceted area In-depth knowledge of techniques of ani i-poaching DO
regu atIons

F Ensure optimum levels of · Responsible for ensuring that the h~hest levels In-deplh knowledge of visitors' expectations 0 0
visitor satisfaction of VIsitors' services and practices un er his/her

jurisdiction are maintained In-depth knowled~e of protected area infrastructure techniques, site

· design and analYSiS 0 0
Tn-depth knowledge of interaction flctwccn tourist and local areas

DO
G Ensure agreed intervention · Responsible for design, implemenlation, and In-deplh knowledge of inlervention needs, techniques and implications

(e~. early burning, problem evaluation of intervention progral11",c~ 10 meet DO
animal control) conservation ohjectives in the protected arc~

programmes are comEleted ·10 budget and timeta res

n Ensure harmonious · Resfc0nsible and accountahle for design and Working knowledge of extension melhodology 0 0
relationsh\ps ,,;th imp ementation of a programme to achieve

neighhourmg communities harmonious relations Some knowledge of cultural and historical context for the location of

· Resronsible for for instilling acceptance hy prolected area 0 0
staf of the role of local communities in
protected area management

·
r Be aware of research · Responsible and accounlahle for ensuring that Working knowledge of research methodologies 0 0

activities and progress research programme is implemented according

against plan to the protected area conservation objectives Working knowledge of the role of research in meeting conservation

and timetables ohjectives 0 0

·
J Represent the proteded · Accountable for ensuring that the r.rotected Up-Io-dale working knowledge of all activities within the protected

area and its inlerests in area is re~resented in eve:?; possib e area arca 0 0
public meelings · Resf,0nsi Ie for ensuring t al the information

avai able ab"ut the protected area is up to date In-dcplh knowled"e of the conte.t of the protected area in the

Of.· regional/national global arena 0

K Ensure an appropriate · Resr,0nsible and accountable for design and In-depth knowledge of l~S, locations, trends and requirements of

balance between resource imp ementation of resource management / important O8lllral and cu lural resources in the protected areaO 0
conservation and use in the protection strategies to meet protected area

protected area conservation objectives In-depth knowledge of t~es, locations, trends and requirements of

· Responsible and accountahle for the . threatened and endemic auna and nora and the key species of the 1-
preparation, approval. and implementalion of a ecosystem. 0 0
resource conservation management plan for the
prolected area Working knowledge of environmental impact analysis techniques

0'· Working knowled~e of surveys and monitoring techniques 0
(field dala collecllOnjanalysis) 0 0'

L Training received
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~OO

JODO

3300 (tODD

~. Managen,ent

Working knowledge of supervisory
and personnel manageme'1liskills

Some knowledge of hunlf'D 0
resources techniques and their
application as appropriale (e.g., joh
evaluation or wor1h of job. salary
strucluring, training needs aOiOWorking knowledge of 1'1
managing casual lahourl4'D n
Working knowledge of principles of
slork control and procurement

Z/O 0
Working knowledge of how to are!L
preventative maintenance 0 U

Working knowledge of management
and accommodation and catering
faeililies under protected area
jurisdiction ~ 0 0

4. Planning

Working knowledge of scheduling
staff development & timetahles

2600

I
Working knowledge of joh
planning

Working knowledge of financial
planning

Working knowledge of planning.
hudgeting and control

~/OO

In-depth knowledge of patrol
planning needs

3200

In-depth knowledge of lerhniques
in devclQring long Clod ~hf'rl-Icrm

visitor plans

5. Legal

Some knowledge of
employment laws

1000

J
Some knowledge of
contract law (for
writing contracts 10

slJhcontr~/r<b 0

In-depth knowledge of
relevant la"..s <lnd
regulations (e.g..
firearms, arresf,

charging·~.tC:r~'D

Working knowledge of
co"I r<1c1 1<1w as
applicahle to
concessionaires and
visitors ~ 0 0

6. Policies/Procedures

In-dcpth knowledge of
staff policies, procedure,
and practic~D 0

I
In-depth knowledge of
maintenance /
construction policies,
procedures and standards
and procurement
procedures~"0 0
Workjn~ knowledge of
accounting pOlieOd
procedure:s, 0

Working knowledge of
overall strategies and
direction of his/her
organisation (national
ronserva6LO 0

In-depth knowledge of
policies and procedures

53 00

In-depth knowledge of
visitor policies and
procedure~o 0

7. Financial/accounting

J

Workin~ know'ed~e of
aceounllng and pnnciples of
internal control

S9DO

Working knowledge of
keeping records of visitor
numbers and keeping
receipts

Working knowledge of project (jo£L In-depth knowledge of joh
management 2'/ 0 U plannmg .3'1 0 0

In.depth knowledge of
relevant l[Jw~ and
T"cgu l:l I ions 0 0

.If'!

In-depth knowledgc of
poliries and procedures
related In intervention

4500

ae;DD

In-depth knowledge of protected
area vs people eonn:i6nOeO

Working knowledge of how to
develop 3 community r()n~crvati()n

plan

Some knowledgc of
laws related to
community
deVelOpm~ 0

In-depth knowledge of
poliries and procedures
related 10 community
conservation 0 0

66

Working knowledge of the concept
of puhlic relations and methods of
dealing with the medi",zbO 0
Some knowledge of obligatory role
(attendance) al meetings and
awarene5-< of activities around the
prolected area expedil100nb

~--------=;.,L.-'==--'==<t-----_.--------+-------..._---
Working knowledgc of resourre.
conservation management %..7
planning tcchniqucs and ..."
methodologies 0 0
In-depth knowledge of
how to develop and imrle~,e
pr?lcr.ted area n1:lnagcn1cnl ,tJ
ohJectlves 0
In-depth knOwledge of
how 1o dcvdor ~·md l11ain'~:lin
protected flrea m<lnagcnwnl
zoning systcm

1-----------+------..------ ------------- ------- .... -
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I
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j plan recommendations
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MENTAL SKII,LS
Main Dh'isions of the .lob 1, Accountability and Responsihilities

ll. Comprehension 9. !'Toblem Analysis

A Ensure availability of a · Maximizinrc potential of allocated slaff Rerngnising staff Determining causes of
competent and well- · Rcsponsib e for identifying training needs potential advancement ~r I.'erformanee and
motIVated staff · Res~onsihle for recommendations and Y N 0 chav,our

app ication of disciplinary measures

~ 1 ~
Y NGO·

B Ensure availallility of · Responsil>le and accountable for Spoiling malpractices and Determining causes of
appropriate infrastructure maintenance, repair and rehahilitation aod potential hazards

0
specific and trends on

(Within budget) const ruction Y N equipment and

· Recommending additional facilities
Z

infrastructure failures· Y N/f'0
C Ensure financial and · Accountable and responsible for alt Understanding fioancial Determining causes of

accounting integrity of revenuelenerated and disbursement implications of figures not renecting the
the protected area area ~eceive .from headquarters and receipts) information true ~jtuation

· esponsihle for accurate accounting Y N 0 Y I?O· ~

D Ensure develorment and · Accouotable for development of annual Understanding Determining true causes
achievement ° tactical ~an and hudget of protected arca implications of set of failure to achieve plan
plans and budgets and · esponsible for working within the agreed ohJectives including their and budget
cont ribute to protected f.lan and budget feasihility Y /6 0area strategic planning · dentify strategic options in the prNected Y N 0

area and contrihute to strategic pbnning 1·
F: Ensure that all activities · Accountahle for enforcement of 11I\\' and Underst1lndin~ Determining true causes

will,;n the ~rotected area regulation and ensuring safe practices applicahility 0 11Iws and of incidences and trends
comf,ly, wit laws and throughoUl the protected area regulations in protecled in incidences
regl! allons · 3rC;l~ Y N"OY N D

S
F Ensure optimum levels of · Res~onsihle for ensuring that the highest Reco~nisinl( the Determining true causes

visitor satisfaction leve s of visitors' services and practices signihcance of physical of visitor dis.~atisfaction

under his/her jurisdiction are maintained and s1atistical information and hehaviour· regarding visitor imp-act Y ~OY NbD
G Ensure a~reed · Responsihle for design, iml."ementation, Understanding Determining eauses of

interventIOn programmes and evaluation of ;ntervenllon programmes information Ihat may lead deviation from intended
are completed to hudget to meet conservation ohjectives in Ihe 10 interventions results of interventions
and timetahle.~ protected area Y N D Y N,9°· 7

n Ensure harmonious · Responsihle and accountahfe for design Understandi", the Understandinli underlying
relationships with and implementation of a programme to ~ig"ificancc 0 ~ta1istical. causes of con ict hoth in
neighbouring achieve harmonious relatIons physical, written and oral the long and short term
communities • Res~nsihle for for instilling acceptance hy information relating to Y N 0

staf of the role of local communities in community-protected area ;UJprotected area management links Y NeD•
I De aware of research • Responsihle and accountable for ensuring Understandinr the Determinini eauses of

activities and progress that research ~rogramme is implemented significa nce () resea rch why researe programme
against plan according to t e protected area findings and the function is not to timetable

conservation ohjectives and timetahles of research

N"O
Y 21°· y

.J Represent the protected · Accountahle for ensuring that the Understandi", lhe Determining the causes
area and its interests in protected area is represented in eveT}' sifr1ificance a points of adverse comments in
public meetings kossible area raised during press and press· esponsihle for ensuring that the other meetings Y N 0

information availahle ahout the protected Y 10 0 2Larea is up to date·
K Ensure an appropriate · Responsihle and accountahle for design Unde rslanding or Identifying and

balance between resource and implementation of resource day-to-day and long term determining the causes of
conservation and use i'1 management/protection st rategies to meet implications of the connicts hetween
the protected area rotected area conservation objectives protecled Mea's protected area resource· esponsihle and accountahle for the management objectives conservation and use

preparation, approval, and implementation Y N D Y N 0
of a resource conservation management ReC<'gnisin~and " 10plan for the protected area understand1l1g the· implications of potential

environmental impacts of
different activities

Y N'lO
t Training received
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SOCIAL SKILLS

10. Creath'ity II. Evaluation 12. Oral 13. Written 14. Working with others

Developing on-the-job Evaluating staff performance Counselling staff

0
Writing staff appraisals and Motivaling staff

training Y N 0 Y N tmining hriefs Y N 0Y N D Y N 0
l lif J ~ l LfJ • 62- + 6tJ

Creating adaptive solutions Deciding priorities and selecting (Jiving clear instrucrions Writing specification orders Gaining the cooperation of
to infrastructural prohlems from allernative courses of action to staff and contractors and instructions to third sugpliers and

Y N D for maintenance and ryra;: 0 Y N D party su contractors

ll; Y N D Y N D

ZO "If $ bI
Explaining financial
implical ions 10 scnior
management and junior
staff

Y ~~O

Developing oplions to Selecting priorities during budget l'resc'lI ing plan and I'rJ.;aring planning and Selling plan and budgel
achieve plans and budgets preparation process

0
hudget

0
hu ~et briefs for manager. convinCingly

in light of changing y N Y N jusli ying proposals Y N 0
circumstances z,o 4'" Y N 0 62Y N 0 5'f2P
Having nexibility to reach Balancing and evaluating needs of Explaining proJ'er Writing clearly worded Gaining cooperation of
compromises which respect the involved carties in spirit and procedures an notices and instructions wrong doers
objectives of the law letter of the aw regulations 10 residents Y N 0 Y N 0Y N 0 y N 0 and users of the prolected

EO 6!1.31 area

2.T y r:jTO
~eveloping .options for.• Evaluatinr options and selecting Getting protected area's Preparing interpretive Dealing with dissatisfied
Improvmg VISItor amenrltes courses 0 action regarding visitor perspective across to ma1crials visitors
within means available services visitors

Yk,D YN D
Y~D Y~D Y ~D ~

Designing (eonlrihuting 10 SelectillF. appropriate programmes Giving clear ins1ructions Writing clear reports Gaining cooperation of
design) or adapting and eva uating their success on technical intervention explaining intervention. its local communities where
interventions 10 meet

YafJ
procedures sucress, failure, etc. appropriate

specific needs Y
~D "SO Y N D

Y~.p Q5
~)eveloping ideas for Determining why certain Presenting informal ion at Having cultural sensitivitb
1mprovtng community-related intialives have a level apj;ropriale to Y N
community/prolected area achieved success targel au lence

6brelations Y N 0 Y N 0
Y N 0 ./to .so30

Identifying opportunililes Evaluating the resu1t~ or research Ensuring research re~rts Eslablishing positive
for for Ihe application of and their application

0
arc comprchensihle or lay relationship~ with

research Y N people resea rche IS

Y N 0 41 Y N 0 Y N 0.31 56 61
Developing puhlic relal;ons Selecling male rials appropriate I'\'faking formal puhlic Preparing press releases Building up and
material~ (oral. Millen. for each meeling

0
presentations and respond Y N 0 maintaining network of

etc,) Y N to questions

54
contacts for infonnation on

Y N 0 /fL
unnmhiguously all important/relevant

31- Y N 0 meelings and events

Z;I Y&;D

Developing methods to Working with local
achieve management zone communities and other
objectives

D

concerned parties
Y N during plan development

and implementation

.3!J Y N D
69
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AlTITUDES

Main Divisions of tile t. Aeeountahilily and Responsihilities

.Job
1~. Work Ethics 16. Commitment to 17, Community

Conservation Altitudes

A Ensure availahility of · Maximi7.inf. potential of allocated staff Needs objectivity in appraisal Needs to Needs to

a competent and well- · Responsib e for idcntifying training nceds and general staff deahngs demonstrate demonstrate and

motivated staff · ResFionsihle for recommendations and commitment and instil understanding

app ication of disciplinary measures instil commitment of need for

· in others harmonious
relationship

B Ensure availahility of · Responsihle and aeeountahle for 1'on()u~ r(lnt nlclua1

aPfrropriate maintenance, rcpair and rchahilitation and ngrccmcnts in ~ririt and IcHef

in rastructure (within const rue« ion

budget) · Recommending additional facilities

·
C Ensure financial and · Accountable and responsible for all lnslils honesty

accounting integrity of revenue generated and disbursement

the protected area (received from headquarters and receipts)

area · Responsible for accurate accounting

•
D Ensure developn,ent · Accountable for development of annual

and achievement of ~an and bUd~et of protected area

tactical plans and · esponsible or working within the agreed

budgets and tlan and budget
conI ribute to · dentify strategic options in the protected

protected area area and contrihute to strategic planning

strategic planning ·
Ii: Ensure that all · Accountahle for enforcement of law and Honesty, tolerant to others' Finding balance Tolerance to others'

acti"ties ""thin the regulation :.nd ensuring safe practices points of vicw and understanding points of view 10

protected area comply throughout the protected area the needs of hoth minimize connict

with la\\'5 and · conservation and between protected

regulations
the involved parties area and others

F Ensure optin,um · Resf,0nsihle for ensuring that the highest Needs to Needs to

levels of visitor leve s of visitors' services and practices demonstrate demonstrate belief in

satisfaction under his/her juriSdiction are maintained commitment to validity of includin~

· conservation local communities rn
protected area
management and
enterprises linked to
tourism

G ~~nsure a~reed · Responsihle for design, iml;'lementation,

mterventlon and evaluation of interventIon

programmes are programmes to meet conservation

completed to budgel ohjectives in the protected area

and timetables ·
H Ensure harmonious · Responsible and accountahle for design

relationships with and implementation of a programme to

neighbouring achieve harmonious relations

communities · Re~nsible for instilling acceptance hy
sta of the role of local communities in
protected area management

·
J De aware of research · Responsible and accountahle for ensuri':! Must have an open mind to

activities and progress that research ~rogramme is implemenle research findings

against plan according to t e protected area
Must support role of research

conservation ohjectives and timetahles

· as a component of protected
area management

J Represent the · Accountahle for ensuring that the 1I0nesty, Integrity Demonstrated as Demonstrated as

protected area and its protected area is represented in every ahsolute absolute

mterests in public ~ssible area Must make clear when

meetings · esponsible for ensuring that the representing the protected area

information available about the protected or a per.;;onal view

area is up to date

· Must never criticize the
organisation openly

K Ensure an appropriate · Responsible and accountable for design lIonours conservation I

balance between and implementation of resource ohjcctivc$ of rC!;OUft:"e

resource conservation management/protection stmtegies to meet management ptan

and use in the f{0tected area conservation objectives

protected area · esponsible and accountahle for the
preparation, approval, and in'plement ation
or a re50urcc C'on~ervation management

plan for the protected area

I, Training received

I
!
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This chart indicates the principal altitudes of the job. All we require is thaI yOIl answer the following questions:
As a manager how do yOIl instil:
a. work ethics?

b. commitment to conservation?

c. hcahhy attiludes 10 adjaccnl communities?

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

LANGUAGES

Do you &peak.a lan~uage understood by the I()calcommumty adJacenrto your protected area?

COMPUTERS

Do yOIl use computers? If so, in what ways?

Annex I Page 8



TRAINING PRIORITIES

Having completed this questionnaire and thinkin& specifically of the requirements of your joh, what do you think are your
three greatest training needs? What form of tram,"g do you think would he hest to address these needs (eg. formal, in
service, on-the-.iob, or olhers)?

1.

2.

3.

This questionnaire was completed by: .

Date: .

How many years have you worked for your departmenl/mganis;ltion?

If applicable, how many years h;lve you heen in ch;ngc or a ploterlcd arc;,?

Title (no name needed)

Department/Section

Organisation

Country

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

What biome is most represenl;llive nf the protecred area under your m,uwgement? (please circle) montane, savannah,
marine, aquatic, dry forest, moist forest, desert

Are you male 0 or female D? (Please tick ;lpprnpri;ltc hox)

PARes REF NO:

I
Annex 1 Page 9
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POST-QUESTIONNAIRE DISCUSSION

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

• What is your overall impression of the
questionnaire?

• Did the questionnaire teach you anything
new about your job?

• Are there any important aspects of yo ur job
not covered by the questionnaire?

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

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

• Would you have identified (or did you
identify)your training priorities different!y
before reading the questionnaire?

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

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

• How would you evaluate the quality of the
training in your department? Is more
needed? Is better quality training needed?
What are your suggestions?

• What kinds of training materials have you
received? What is the source of these
materials? On whose initiative have you
received these materials?

• What constraints other than training do you
face in your job?

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

A written subjective assessment of training within
the department then is requested by the interviewer.
At the close of the session, the regional managers
note how each questionnaire was filled out and

other relevant details on how the questionnaire
was conducted, where applicable, such as:

• Group size

• Time taken to complete the questionnaire

• If interviewee is known to the interviewer,
relevant details about the interviewee (e.g.,
experience, intellect, in what capacity
known, and how long known)

• Perception of overall level of
comprehension of interviewees (including
number of questions asked)

AMPLIFICATION OF RESPONSES

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). Other questions are
used as prompts to provide an indication of the
quality of the responses given to the questionnaire
(see Indicative Information). In addition, the
regional managers conducton-site visits whenever
possible and attempt to verify the validity of
responses.

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

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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v. TRAINING OPPORTUNITIES ASSESSMENT

Theregional managersconductcountry-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). All available training materials and
curricula are collected from the various training
sources.

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 outthe needs assessment questionnaire
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 whethera 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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As timepermits, the regional managersalsoconduct
a survey of possible training opportunities outside
theinstitutions and programsalreadybeingutilized.
Training opportunities in the country or at least in
the regionare soughtthatarecost-effective, efficient,
local, culturally sensitive, on an appropriate scale,
and using 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.

To complete this part of the training opportunities
assessment, regional managers first assess the data
gathered in the region and determine the probable
areas ofneed based on preliminary trends observed
in the data. For each trainingneed, possible sources
of trainingare listed (for example, see below). Then,
a few training needs are chosen for further
information gathering.

Training Institutions: Business schools
Hotel schools
Law schools
Public works

training centers
(road building, vehicle
maintenance)

Research Institutions: Zanzibar Marine
Institute

Centrefor AppliedSocial
Sciences - Zimbabwe

Desert Ecological
Research Unit 
Namibia

Private Institutions: Law firms
Accounting firms
Construction firms
Vehicle repair facilities
Hotels
Safari companies
Tourism operators
Travel agencies

The following are four major categories of
institutions that have the potential to provide
training and some examples of these types of
institutions:

Needs

Bookkeeping

Personnel
management

Tourist
management

Law

Infrastructure

Strategic planning

Opportunities

Clerical school
Accounting firm
Industry

Business school
Management consulting
Industry

Hotel school
Business school
Tourism and

safari companies

Law school
Law firm

Engineering firms
Department of Roads

training center

Business school
Consulting firms
Industry

Development or
Conservation Projects: Across the continent

Regional managers interview fairly senior members
of chosen institutions. If training is not offered,
they investigate future training pos1':':>ilities.
Regional managers explain that PARCS i:> looking
for nontraditional sources of training, and
information is being gathered on existing training
institutions and private firms with expertise in
specific fields. If they are interested in the concept,
regional managers pursue additional information
(seeAlternativeTrainingOpportunities Questions).

BSP is building a database of selected training
opportunities discovered through the PARCS
assessment. 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 United Kingdom, the United States),
theynotify BSPto do the follow-up investigation. A
catalogof trainingopportunities and resources will
be available from BSP at the close of the project.
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VI. POST-ASSESSMENT ACTIVITIES

After the training needs and opportunities
assessments are completed, the regional managers
follow-up on their work through repeat visits and
information exchange with the rest of the PARCS
team.

FOLLOW-UP VISITS

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

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

When second visits are made to a country, the
regional manager will bring senior level people
involved in the assessment up-to-date on the
progress of PARCS and report on any early trends
in training priorities identified from a preliminary
analysis of the questionnaires and training
opportunities examined. They will also try to take
any follow-up action requested.

FEEDBACk

Regional managers submitmonthly reports to BSP.
These reports are circulated to the other regional
managers and members of the core team.

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 meetings for the entire
PARCS team are scheduled throughout the year.

Copies of the final report will be distributed to all
organizations / departments thatparticipated inthe
project.
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VII. DATA ORGANIZATION AND ANALYSIS

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 then are
sent to Nairobi for data entry. Data entry is done
throughout the life of the project.

PARCS REFERENCE NUMBER

A reference number system has been designated
for each completed questionnaire. This system
involves a unique number /letter combination and
allows for the sorting of data by several factors
(e.g., country, biome, organization).

The reference number consists of nine
compartments and is filled out according to the
instructions on the following page.

DATA SHEET A

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 the
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.

DATA SHEET B

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 by 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 Band C,O = n/a, 1 = none, 2 = some,
3 =working, and 4 =in-depth.

Column 0 (A - B) is calculated by computer.

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

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

Column G is A - C, the training need measure
based on the PARCS skill level. In other words, if
the questionnaire indicates that, for example, in
depth knowledge of relevant laws is required (4),
but the respondent indicates that he/she only has
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 respondent's skill level. In other
words, if the respondent indicates that, for exampIe,
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
trainingneed according to the respondent has been
identified (calculated as 3 - 2 = 1; a 0 or negative
value would indicate no training need).

DATA SHEET C

This data sheet is for "Mental and Social Skills."
Questions are numbered 1 to 69 starting in A8 and
goingdown thecolumns to K14. In the first column,
the regional managers enter 1 for yes or 0 for no.
The skill level column is to be filled in with a 1
(none), 2 (poor), 3 (satisfactory), or 4 (good). The
figure 1 or 2 indicates a training need; a 3 or 4
indicates no training need.
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PARCS REFERENCE NUMBER

II
UNIQUE CODE FOR EACH INDIVIDUAL QUESTIONNAIRE MADE UP OF 8 COMPARTMENTS.

II
1 2 3 4 5 6 7 8

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

Consultant
4. Explain questionnaire to PAM/FOD and fill out with consultant nearby
5. Explain questionnaire to PAM/FOD and leave to fill out on own time
6. Explain questionnaire to PAM/FOD at workshop and fill out individually with consultant nearby
7. Send out questionnaire by mail

Compartment 2: One number for position in organization of person being interviewed (i.e., 1-9)
1. 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. Research officer
8. Field associates (NCOs/aid agencies)
9. PAM working in the private sector

BU
CM
CO
RW
ZR

Burundi
Cameroon
Congo
Rwanda
Zaire

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

Country (2 letter code)
Zimbabwe ZW
Zambia ZA
Botswana BO
Mozambique MZ
Malawi MW

Compartment 3:

Compartment 4:
Ethiopia ET
Kenya KE
Somalia SM
Tanzania TN
Uganda UC
Zanzibar ZN

Compartment 5: Years in service 3 columns. 1 letter, 2 numbers (i.e., A-D 01-99)
A: 1-5 years of service No. of years as a PAM
B: 6-10 years of service No. of years as a PAM
C: >10 years of service No. of years as a PAM
D: not applicable No. of years as a PAM

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

Compartment 6: Conservation Status 2 number column n=10-8O
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:
Category 2:
Category 3:
Category 4:
Category 5:
Category 6:
Category 7:
Category 8:

Scientific reserve/Strict nature reserve
National park
Natural monument/Natural landmark
Nature conservation reserve/Managed nature reserve/Wildlife sanctuary
Protected landscape/Seascape
Resource reserve
Natural biotic arealAnthropological reserve
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:
S:
0:
A:

Montane
Savanna
Marine
Aquatic

F:
W:
R:
X:

Dry Forest
Moist Forest
Regional!national
If trainer is filling in the form

Compartment 8: Gender 1 column
Male: 0 Female: 1
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B7

B6DATA SHEET D

This data sheet is for attitudes. The columns are
coded according to the following generalized
attitudes expressed by project participants:

A. Instilling Work Ethics

AI. referring staff regularly to
administrativeorders 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. acknowledging good work in others while
positively criticizing bad work;

AS. showing tolerance to others' points of view;

A6. showing understanding when taking
disciplinary measures;

A7. providing attentive supervision to staff's
work, especially when new responsibilities
are given;

A8. developing performance appraisal schemes;

A9. encouraging subordinate staff to participate
in program formulation;

AlD. cultivating good working relationships that
create rapport for instruction;

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

A12. never criticizing organization openly.

B. Instilling Commitment to Conservation

Bl. showingdedication 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;

teaching protected area management that
fully covers conservation concept;

discouragingactivities contrary to the ethics
ofconservation (e.g., off road driving, killing
animals, animal disturbance);

B8 providing incentives for conservation staff,
especially the low-paid wardens, for
outstandingperformances to motivate them;

B9 teaching costs and benefits of conservation;

B10 studying pastconservationefforts and plans
and causes of their successes and failures;

B11 providing necessary working tools;

B12 rewarding parks or conservation areas with
outstanding conservation records.

C. Instilling Healthy Attitudes to Adjacent
Communities

Cl. accepting the validity of community
participation in protectedarea management;

C2. listening to and demonstrating willingness
to understand community problems;

C3. instructing staffon 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 in the area;

C7. seekingways in which tangible benefits can
accrue to communities without jeopardizing
the area's conservation objectives.

DATA SHEET E
B3

B4

B5

demonstrating the importance of
conservation in relation to human needs;

becominginvolved inextensionconservation
activities, especially with school groups/
wildlife clubs;

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

This data sheet pulls together the information on
languages and computer use. Language responses
arecoded asY(yes), N (no), or B(blank). Computer
use responses are coded as Y (yes), N (no), or B
(blank) and then 1 or 0 under uses for WP (word
processing), AC (accounting/budgeting), and DA
(data analysis).
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DATA SHEET F

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 commentmust beadded in the far right column as
to what"other" is. Tick marks are made whether the
training is F (formal), I (in-service),] (on-the-job), or
o (other). When more than three training priorities
are listed, only the first three are recorded.

DATASHEETG

Thisdata sheetsummarizes trainingalreadyreceived
as described in compartment L and uses categories
2-17 as on the questionnaire.

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 (two-letter code is used).
This primarily refers to formal wildlife institutes
(Le., those that will come under 1) and will allow
Mweka/Garoua graduates to be pulled out.

The type of training is divided into five sections:

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

2. Other formal training (e.g., seminars,
workshops)

3. In-service

4. On-the-job

5. Other

If a respondent does not indicate what their course
at a formal institutewas (e.g.,diploma orcertificate)
a dash is inserted in column 19.

To be able to record how recently the respondent
has graduated from an institute, four sections have
been putwithin row 1. This information is requested
on the questionnaire. If a respondent does not
indicate a specific date, "no date" is marked. As no
dates are requested for the other types of training,
there are no subsections in rows 2, 3, or 4. Under 5,
however, other training is identified if it is deemed
relevant. In this data sheet records are only made
with a 1. In row 6, B is used to indicate that a blank
was left in this compartment of row L (but other
compartments in row L are filled in); a Z is used to
indicate ifall of the compartments in row Lwere left
blank.
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Column 20 is for other. A Z in column 20 indicates
that respondents werenotasked to record additional
trainingon page4ofthequestionnaire. A Bindicates
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.



PARCS DATA SHEET A

Pares Ref. No: Compartment Comment added under
No: Al to KI 'Accountability & Responsibilities'
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PARCS DATA SHEET B: KNOWLEDGE

PARCS Ref No:
.!::or ~ ~ ~ key: p=n/a l'-none Z,-sorne j,-worl<i.ng 4,-m-depth
For E & F score 0 for am -ve value

Question Score Valic!ation
# A B

SkillJevel D ,E, J"
C A·B or B-A A-C B-C

3

T
E
C
H
N
I
C
A
L

I
Il

4
4
4
4
4

4

4
1 3

1
1 3

:;:; ;::::::: ;.: .
M
A
N
A
G
E
M
E
N
T

~mi~~g{:: :.:.:.: :::: :.:.:.:.:.:.:.:.:::::: :::.:::::::::::::.::::"':':'::: :::::::::::::::::::::::::::::::::i:.:::::.::: :::::::: ::: :::)))::: ::)))::: ::: :)))):::}::: .:.;.:.:.:.:.;..:.;.;.: . .; '.:.:.:.'.: :.::.:::::::::::::::::::::::: ::.:::. .;.;::::::::::::.:::::::::::::::::::::::::::::::::::::::::::

:8 3
4

P
L
A
N
N
I
N
G

4
4

4

L
E
G
A
L

4
4

44

16
II .

4

4

49

$@~'!;( ~::: .: :: ·::::::.:.::::::::::::·::.:.:i):::::::.:. '::.:.:.:.:.:.:.:.' :..:..,;: :.:::::::::::::::::: ::::::::::::::::::::::::: ::.: :::::::::::::::::: cO:::::::::::::::;::: :::::::::::::::::::::::::: :.:.:-:.::: :::'=./ .:.::. : .:::::::::: ::::::::::::::::::::::::::::: ::::;:::;:::.::::::::::::::::::/:::::::::::::: ::::::::::::::::::::::

~
L
o
C
I
E
S
I
P
R
o
C

59

ImI;.~t;4·i&aI::: ;:;::::::: :: ::;;;::\:::::::::::/::/:::::) :(:::::::: ::::::):{: ::/;:::::::::<:::::::::::::::::::::)::::::::: : ::::::;:::::::::::::::::::::::::/:::::::::( ::: :::::::::::::::::::::::::::::::::::::::::::::::: ::::::::=::\::::::.::: ::::::::)::::::::::: :.: :.:.:::::::::::::.::.::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::: :::::...
I

N
A
N
C
I
A
L

•

.... 'j;jC;~\t#t::::::::::: :::::::::::::::::::::::::::: ::::::::::::::: ::::::: ::::::: :.: :-:.:.:.:.:.:.: .:.::::::\ :::::::::::: ::) :.:.:-:.:::.:.: :.: :.:::.: : : :.:.:::::::::::.:. :.;. :::::::::::::::::.;::.:.: :.:.:.:.:.:.:.:.::::::::::::: :::::::::::::::::::::: ::::::))}})):::::X
:;:;::··.:··.t~::;:;:;:;;;;; :::::::::::.. ::: :::::::::::::::::: :::.:.:::.: :::::::::::;:;:;::::: :.:.:.:.' "';:::::::::::::::" ::X::::::::::::·:..·:·:·············· :.. :::: :.:.:.::: :. ;;.:.:.:.:.:.:.:-:.' :::::::
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PARCS DATA SHEET C: MENTAL AND SOCIAL SKILLS

PARCS Ref No: key: l=none 2=poor 3=satisfactory 4=good
1Skilllevel (I 1D appropnate Column)

1 2 3 4
c
o
M
p
R
E
H
E
N
S
I 0

o ...,.,l1~-__t--_+_--+_--_+--_+--_+_--_t------~1
N l'l

p~o 13

EM ~14:r-----t---+--+----+---+---t----t-------1I

1

A ...,.,1;,..-_~--_+--+_--_+--_+--_+_--_+------~I
N
A
L
Y
S
I
S

l: ~4,;-_~--_+--+_--_+--_+--_+_--_+------~1
R M:5...---__t--_+--+_--_+--_+--_t_--_t-------u
E
A
T
I
V
I 1T ~l£,...-----tl----+--+----+---+---t----t------~I

Y u

EV ......,,4.__--+--+---+----+---+-__+-__+- -41
A .....,;;;l):.---_~,..._-_+--+_--_+--_+--_+_--_+------_ll
L 6U ~l/,...-----tl----+--t----+---+---+---t-------tl

A 38
T I-'r.,...---__t~-_+--t_--_+---+--_+--_t------_tl

I 1-...;.;;-4__-+-__+-_ _+---+---+---+----+--------41
o t--=-4---t---t--_+---t---t_--t---+--------t1
N 4

o
R
A

L h8;;-_~~-_+--+_--_+--_+--_+_--_+------_l1
1'1
iO
II

............................... :':':':':",';':' :..:<::;:::::-:.:.. -:-:- .

W
R
I
T
T
E III

N 5'1

IWUK 6lKIN 1-*6--+--+---+---+---+---+---+---------41
G 6

with ...,,~-__tl__-_+--t_--_+--_+--_+_--_+------_ll

o
T

H ~f:Ji_-__1--"""f_--+---"""f_--_+--_+_--_+-------11E .7
R .ll
S .'1

'JUrAL
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PARes DATA SHEET D: ATTITUDES

PARes A A A A A A A A A A A A C
Ref. 1 2 3 8 9 12

...
154 5 6 7 10 11 ...

No.
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PARCS DATA SHEET E: LANGUAGE & COMPUTERS

key: wp=wordprocessing AC=accounting/budgets DA=data analysis (fill 10rO)

Language Computer uses
Pares Ref. No: YorN

YorN WP AC DA
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PARCS DATA SHEET F: RESPONDENTS' TRAINING PRIORITIES

key: 18=other (fill in details under conunent) Unlit of 4 rows in each~rioril~

Pares
1 2 3

Ref. Comment
No:

2 A F I J 0 2 A F I J 0 2 A F I J 0

- - - - . -
1 K 1 K 1 K
8 8 8

F =Fonnal
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I =Inservlce o = Other



PARCS DATA SHEET G: SUMMARY OF TRAINING RECEIVED

PARCS Ref. No:

key: l=formal wildlife institute, 2=other formal training, 3=in-service, 4=on-the-job, S=other (Fill in 1 or 0)

Institute Course
Type of 2 letter 2 letter
training Knowledge Mental & social skills Attitudes code code

2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19

l.
0-2 yrs

3-5 vrs

6-10 yrs

> 10 vrs
2.

3.

4.

5.

(specify)
-
-
-
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ANALYTICAL QUESTIONS

Data generated by the training needs and training
opportunities assessments will be used to answer a
suiteofoverarchingquestions. Thesequestions are
listed below and are divided into broad, general
categories of inquiry, 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?

• Whatare the responsibili ties recognized by
PAMs?

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

• Howdo trainers' perceptions comparewith
PARCS' perceptions?

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

• Whatareothers'perceptions:dotheymatch
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
trainingneeds assessment to satisfactorilydo their
job? Where are the deficiencies?

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

• Are there difference between biomes in the
technical knowledge of PAMs?
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What training has been received by currentPAMs
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?

• Compare types of training received by
PAMs, in respect to years of service, that
have 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?

What further training is required?

• Where are the biggest gaps perceived by
PAMs 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 otherappropriate training opportunities
that have not been utilized?
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