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The Varirata communication
This is a message from the participants at the first meeting of ranger organisations, November 2018. It does not represent the official position of CEPA or any other organisation.

[bookmark: _Hlk6927435]Rangers are the backbone of protected area systems. A strong, capable and supported Ranger workforce is critical to conserve culture and biodiversity, deliver community benefits and increase capacity, including in the most remote and disadvantaged parts of Papua New Guinea. We acknowledge Rangers as a critical profession in the protection of nature and culture.

Ranger programs need to be strongly supported by local communities, and relevant to the culture and tradition of Papua New Guinea. We recognize the many models of a Ranger program in Papua New Guinea and the particular benefits of each model for specific circumstances. In many cases, community-based programs drawing their authority from local culture and delivering benefits to people as well as to conservation will be most effective. In other cases, Rangers may work purely in protected areas, but community needs should always be recognized and addressed.

The process of selecting Rangers needs to be fair, and communities should be closely involved in nominating Rangers. Development of skills and capacity for Rangers and their communities is vital.

We offer our support to Rangers who would like to form an association in Papua New Guinea that will assist them to share experiences and form a unified voice in the protection of Papua New Guinea’s unique natural and cultural values.

We invite CEPA to take the lead on a national approach to Rangers and to recognise that its legal responsibilities need to be supported by a Ranger force. However, the national approach should allow for flexibility in its application and recognize the community-based efforts.

At a meeting at Varirata National Park in November 2018, people began to discuss the different models of a Ranger program and how PNG’s National Ranger Network might be formed. From this meeting the Varirata declaration was drafted.



[bookmark: _Toc353809385]
Executive summary
This report is one of the first steps in greatly expanding the number of Ranger programs and establishing a National Ranger Network in Papua New Guinea (PNG). It aims to:
· Establish the need for, and vision for, a National Ranger Network to operate on protected areas and other conservation areas on both land and sea across PNG
· Provide options for organisations and agencies about the possible types of Ranger programs
· Suggest steps and guidelines for establishing and maintaining Ranger programs, including a training program.

Rangers are needed
PNG’s Policy on Protected Areas includes a national commitment to staffing protected areas with a capable and well-resourced workforce[footnoteRef:1]. A strong, capable and supported Ranger workforce is critical to conserve culture and biodiversity, deliver community benefits and increase capacity, including in the most remote and disadvantaged parts of PNG. However, the lack of on-ground Ranger staff remains a major impediment to meaningful management of almost all protected areas in the country, and the formation of a Ranger workforce is urged by both conservation professionals and local communities[footnoteRef:2]. Rangers are the backbone of protected area systems. Only a few of the existing protected areas in PNG have an active Ranger workforce. [1:  Independent State of Papua New Guinea. (2014) Papua New Guinea Policy on Protected Areas.  (ed Conservation and Environment Protection Authority), Waigani, National Capital District, Papua New Guinea. ]  [2:  Leverington, F., et al. (2017) Papua New Guinea Management Effectiveness Evaluation of Protected Areas. SPREP/ CEPA/UNDP, Samoa. ] 


Setting up Ranger programs requires enthusiasm and commitment
Ranger programs need to be strongly supported by local communities, and relevant to the culture and tradition of PNG. There will be many models of Ranger programs in PNG. Community-based Ranger programs draw their authority from local culture and deliver benefits to people as well as to conservation, through development activities. In other cases, Rangers may work purely in protected areas and primarily on biodiversity conservation, but community needs should always be recognized and addressed.

Successful Ranger programs require:
· A vision, purpose and enthusiasm, with local ‘champions’ and usually external support
· A competent, transparent body to administer funds, employ people and provide human resource and financial management services to a high standard
· Sustainable funding and resources including equipment and infrastructure
· An approved work program and training program
· Policies and standards.
Programs will go through development from concept and initiation, startup and recruitment, training and establishment, consolidation and expansion to maturity and outreach.

Ranger recruitment and employment should be fair, equitable and relevant to the PNG context
An overall framework for Ranger employment is proposed, and this can be related to existing programs (including CEPA employment levels), the IUCN competence framework and the PNG National Qualifications Framework. Flexibility of employment conditions across the National Ranger Network is recommended to allow customary landowners to also carry out other land and family obligations and to provide for the wide range of duties on land and sea.

The process of selecting Rangers needs to be fair, and communities should be closely involved in nominating Rangers. In some circumstances employment of people from outside the area is preferable, to reduce conflicts of interest. Women should be given opportunities in Ranger programs: empowerment of women through this program will bring many benefits, but the risks also need to be considered.

Certified training delivers benefits to the community
Development of skills and capacity for Rangers and their communities is vital and should include financial and administrative literacy, self-confidence and presentation as well as practical and applied skills. Certification of training using the National Qualifications Framework means that people and communities will be strengthened and that people can use their training to obtain other employment.

A National Ranger Network should be established
CEPA should take the lead on a national approach to Rangers and recognise that its legal responsibilities need to be supported by a National Ranger Network. However, the national approach should allow for flexibility in its application and recognize the community-based efforts. The National Ranger Network should include an employment and training framework, uniform and badges, policies, support for national training and networking events, assistance to communities setting up programs, and a communication hub.

A Ranger Association should be supported
If Rangers would like to form an association in PNG that will assist them to share experiences and form a unified voice in the protection of PNG’s unique natural and cultural values, this should be supported by CEPA.
[image: ]

[bookmark: _Toc19891921]Introduction
[bookmark: _Toc19891922]Purpose and scope of this reportTerms in this document
Ranger programs are individual employment or activity programs embracing one or more protected areas, organised by a range of agencies and groups, with variation in purpose and employment arrangements, including volunteers. 

The National Ranger Network is the sum of all these programs across PNG, with a national framework of employment levels, training competences and policies.

A proposed PNG Ranger Association would be an independent self-help association of Rangers, part of the Oceania chapter of the International Ranger Federation.


[bookmark: _Hlk6997278]This report is one of the first steps in greatly expanding the number of Ranger programs and establishing a National Ranger Network in Papua New Guinea. 

The aim of this report is to:
· Establish the need for, and define a vision for a National Ranger Network to operate on protected areas and other conservation areas on both land and sea across PNG (Chapters 2 and 3)
· Provide options for organisations and agencies about the possible types of Ranger programs that may operate consistent with the National Ranger Network (Chapter 4)
· Suggest steps and guidelines for establishing and maintaining Ranger programs, including a training program (Chapters 5 to 10).
Chapter 11 provides a summary of networking opportunities, including a PNG Ranger Association, which will help support and reinforce the National Ranger Network.
[bookmark: _Toc19891923]The need for Rangers in Papua New Guinea
PNG’s Policy on Protected Areas includes a national commitment to staffing protected areas with a capable and well-resourced workforce[footnoteRef:3]. However, the lack of on-ground Ranger staff remains a major impediment to meaningful management of almost all protected areas in the country. A management effectiveness study over 2016-17 assessed all protected areas and some other reserves across PNG through workshops and discussions[footnoteRef:4]. Two key recommendations from the management effectiveness study related to a Ranger and community volunteer workforce: [3:  Independent State of Papua New Guinea. (2014) Papua New Guinea Policy on Protected Areas.  (ed Conservation and Environment Protection Authority), Waigani, National Capital District, Papua New Guinea. ]  [4:  Leverington, F., et al. (2017) Papua New Guinea Management Effectiveness Evaluation of Protected Areas. SPREP/ CEPA/UNDP, Samoa. ] 
“Ensure protected area management is well resourced, efficient and effective, with capable, knowledgeable and helpful staff”
PNG Policy on Protected Areas 2014


1. Establish and train a ranger workforce: Representatives from almost all protected areas felt strongly that a permanent, paid ranger presence is essential, and that people need to be trained and supported in these roles. The roles and responsibilities of the ranger workforce need to be discussed and agreed. In places where community members are currently carrying out these roles, people thought that at least some Rangers should be paid and formally recognised.
2. Encourage self-help and a volunteer workforce: Overall, the requests for staff and support were quite modest, and most protected areas recognised the importance of voluntary work by the community.
For PNG to improve its management effectiveness (a key requirement of PNG’s commitment to Convention on Biodiversity targets[footnoteRef:5]), then finding a way to get more trained and equipped Rangers on the ground and water is critical. [5:  CBD COP 10 (2010) Decision X/2, Strategic Plan for Biodiversity 2011-2020 and the Aichi Biodiversity Targets. Convention on Biological Diversity http://www.cbd.int/decision/cop/?id=12268] 

Existing paid Ranger programs in PNG include the following:
· Three Rangers recently appointed at Varirata National Park, employed by CEPA with external funding.
· A well-developed Conservation Ranger program at YUS Conservation Area, operated and funded through the YUS Tree Kangaroo Conservation Program (TKCP), the partnership between the Woodland Park Zoo’s TKCP and TKCP-PNG, an independent non-governmental organization registered in PNG.
· Rangers in the Torricelli Mountains proposed conservation area, supported by the Tenkile Conservation Alliance (TCA).
· The Community Ranger Program in the PNG Torres Strait Treaty Villages, supported by the Australian Reef and Rainforest Research Centre and funded through the Australian Government. The Treaty Village Rangers are a key element of the Building Resilient Treaty Villages Program, sponsored by the Australian Department of Foreign Affairs and Trade. (Though these Rangers do not currently work on protected areas, the program involves similar training, challenges and benefits, and the learnings and models could be easily adapted to other places in PNG.)
· Seasonal Rangers are employed on the Kokoda Track by the Kokoda Track Authority to maintain the Track and facilitate and supervise tourism/trekking in the area.
· Tavolo Wildlife Management Area has five temporary paid Rangers, with funding from cruise boat operators that visit the area.

[bookmark: _Toc25056873]Table 1: Summary of some known paid Ranger programs, PNG
	[bookmark: _Hlk531940789]Location/s
	Organisation and funding
	Numbers

	Varirata NP, Sepik Wetlands, Tonda WMA, Moikata WS
	CEPA
	6

	YUS
	TKCP
	~100

	Torricelli Mountains
	TCA
	~120

	Torres Strait Rangers 
	RRRC/ Western Province/ LLGs (Australian Govt)
	~100

	Kokoda Track
	Kokoda Track Authority (Australian and PNG govt)
	6 permanent paid Rangers and ‘standby rangers’ that utilised from time to time

	Tavolo WMA
	Management committee
	5 paid workers



In addition, there are many protected areas where community members work together to care for and patrol protected areas with no or minimal outside support. Some of these people refer to themselves as Rangers or “Bush Rangers”.
Tourists being shown the hot springs of Pokili WMA by the ‘Bush Rangers’ (photo: Ann Peterson)


[bookmark: _Toc19891924]Vision for the PNG National Ranger Network 
Papua New Guinea’s National Ranger Network will be a diverse group of people across the country working together to care for natural and cultural heritage and to strengthen their communities.

The network will be built on diversity:
· Rangers will be men and women, both young and older, from many different places and clans.
· Rangers may be employed by government at any level, non-government organisations, private industry or their own community or protected area committee.
· Rangers will have a wide range of job descriptions and tasks as part of their work on both land and sea.
· Rangers will be paid and unpaid, full-time and part-time, casual and permanent.
· Rangers may be appointed from within the local community or from further afield, depending on the role and type of employment arrangement and cultural sensitivities.

Rangers will work as part of a national team, connected to the international Ranger family. To achieve this outcome: 
· All Ranger positions will be able to fit into a common employment framework (Section 10).
· A common terminology will be used when referring to types and levels of Ranger employment.
· There will be a common set of training and competence levels, so everyone will understand a person’s experience and abilities (Section 9).
· Rangers are able to find employment in another province or for another employer if they wish.
· There will be a common uniform (at a minimum, this will include a shirt) and a national badge – with the local organisation/protected area badge additional.
· There will be a national event every year for people to share experiences and understanding.
· There will be Ranger exchanges and good communication to help build a team spirit.[bookmark: _Hlk6220488]“Two streams of Rangers operate in the Torricelli Mountains. The research group consist of 10 research officers who work with Rangers (two per village), field workers and carriers (about three per village) to conduct monitoring and research. All field work is done by these teams.
In addition, project officers are selected to lead eight teams (2 project officers per team) to carry out other work throughout the area, to liaise regularly with the villages, and to monitor the hunting moratorium. These project officers work with two volunteer representatives per village and with casual field workers as necessary.
Other support staff are employed around the base and report to a base manager” (TKA 2018)
Rangers working at Torricelli in their uniform shirts (photo: Tenkile Conservation Alliance)

[bookmark: _Toc19891925]Benefits of Ranger programs 
[bookmark: _Toc19891926]Conservation management and law enforcement“The last park ranger left about 1982 or 1983 and there has been no on-site CEPA presence since. The integrity of the park was respected by all the local people up until about 2000. It was after that date, when CEPA withdrew, that illegal settlers began to move in with impunity.” (Community members from McAdam NP, quoted in Leverington et al 2018)


Currently the state of conservation management and law enforcement in most protected areas is very weak (Figure 1), and this is unlikely to change without a strong and committed ranger presence. In many protected areas, community members attempt to maintain the integrity of the natural systems and to conserve their culture, but they feel they are fighting a losing battle without outside support. In contrast, those few protected areas with a ranger workforce are progressing well in many aspects of management.


[bookmark: _Ref6234471][bookmark: _Toc25056871]Figure 1: Overall management effectiveness in PNG 2017[footnoteRef:6] [6:  Leverington, F., et al. (2017) Papua New Guinea Management Effectiveness Evaluation of Protected Areas. SPREP/ CEPA/UNDP, Samoa. ] 


With support and training, an on-ground Ranger presence can enable:
· Conservation of biodiversity and cultural heritage, such as through management of invasive species and fire, rehabilitation of degraded areas, and reintroduction of threatened species.
· Effective monitoring of both natural and cultural heritage.
· Engagement with local communities including community education.
· Management of tourism and recreation, and engagement with tourists.
· Patrols and, where needed, effective enforcement of rules. 
· Community assistance in sanitation, education, first aid and livelihood activities.
· Reinforcement or reinvigoration of communities carrying out customary traditions and obligations, including management of land and waters.
“… there is a great need to employ full time staff to manage the people’s WMA and ensure the people’s environmental conviction is defended, protected and materialized.” (Klampun WMA)
“ (we) seek support to employ full-time ground staff within the WMA … My long experience with management committee members and a community-based enforcement structure is that these people want to be paid or accorded some recognition by the state.” (Crater Mountain WMA)


[bookmark: _Toc19891927]Employment opportunities
Ranger employment is a way to provide people with meaningful work in local areas, including in remote places, and for young, capable people to work close to home rather than drifting to the large towns. This provides immense social and economic benefits to the individual and the community. Employment conditions can be tailored to fit local circumstances: in the YUS Ranger program part-time employment means that Rangers can be with their families and tend their gardens and other responsibilities in between patrols. Tailored and flexible employment also enhances opportunities for women to enter the Ranger workforce.

Increased ability to gain employment in other places is also a benefit of well-run Ranger programs. For example, the Torres Strait Treaty Village Program emphasises certified training with strong on-ground practice, so that graduating Rangers have a high likelihood of gaining employment wherever they go – whether in protected area management or industry. 


[image: C:\Users\User\Pictures\Ranger training 2016- Ornothology\DSCN4340.JPG]
YUS Conservation Rangers (photo: TKCP)

[bookmark: _Toc19891928]Social, cultural and economic benefits
Social and economic benefits follow employment and training. While there are no formal studies of the economic impacts of Ranger programs in PNG, the benefits of the Indigenous Ranger Program in Australia have been studied[footnoteRef:7] and show:  [7:  van Bueren, M., et al. (2015) Working for our country: a review of the economic and social benefits of Indigenous land and sea management. Pew Charitable Trusts, Synergies Economic Consulting ; Roberts Evaluation. (2015) Final Evaluation Report: Queensland Indigenous Land and Sea Ranger Program. prepared for Queensland Department of Environment and Heritage Protection, Melbourne, Australia. ] 

· Increased labour productivity through improved Indigenous health, reduced alcohol consumption and other factors.
· Greater workforce participation—to the extent that the program helps Indigenous people to get jobs, leading to increased economic output.
· Cost savings to governments through lower expenditures on public health, policing, corrective services, public housing and welfare.
· Economic returns generated by new Indigenous business ventures, including the associated tax component of this revenue that is received by government.

The key impacts of the (Queensland Indigenous Ranger) Program also include[endnoteRef:1]: [1:   Roberts 2015, p. 11 Roberts Evaluation. (2015) Final Evaluation Report: Queensland Indigenous Land and Sea Ranger Program. prepared for Queensland Department of Environment and Heritage Protection, Melbourne, Australia. ] 
Pokili Bush Rangers working in Pokili WMA. These Rangers work with the community and are not paid (photo: Ann Peterson)

· Personal well-being and health benefits 
· Improved social cohesion in some communities 
· Enabling and facilitating people to come back to country 
· Fostering community leadership
· Providing and enabling management of remote areas. 

In communities with potential for ecotourism, Rangers can provide or oversee security, guiding services, and construction and maintenance of facilities. Generally in PNG the tourism potential of natural areas has not been developed, and a Ranger workforce may well be the missing link in providing the reliability and personal security that is needed to attract both overseas and domestic tourists.

Loss of culture is a major concern of many PNG communities. Rangers can provide a boost to conserving and re-invigorating cultural practices and language, for example though working with elders to record their knowledge, working with school children, and taking both old people and youngsters into the bush or onto the water.

[bookmark: _Toc19891929]Ranger programs – a variety of models and purposes
Three types of Ranger programs have been recognised in PNG, though there are overlaps and movements between these groups. These are:
· Rangers who work solely or mostly within one or more protected areas, and whose employment has been specifically targetted at conservation of the area.
· Rangers, who are employed to undertake a range of tasks within one or more communities, and whose work within protected areas is only a part of their wide duties.
· Rangers who work within their protected area on a mainly voluntary basis – usually customary landowners. 

All three groups have the potential to: 
· Protect and track the ecological status of the area.
· Add to the security of the area to ensure the safety of visitors and workers.
· Capture cultural and ecological knowledge.

In any remote area or places poorly serviced by other professionals, it is inevitable that Rangers will be called on, at times, to perform roles well outside their standard duties – for example, helping with disaster relief, accidents and urgent health issues. 

[bookmark: _Toc19891930]Rangers working primarily in protected areas
In a few protected areas in PNG, Rangers have been appointed primarily to undertake conservation work within the protected area. This work includes patrols and law enforcement, education, monitoring, assisting research, and maintaining visitor facilities. In some cases, these Rangers are employed by CEPA or by provincial administrations responsible for management of regional protected areas, while in other cases they will be employed by NGOs. At least some Rangers in each protected area should be gazetted or registered under the Protected Areas Act or other legislation to enforce the law.

[bookmark: _Ref6239094]Box 1: YUS Landscape Rangers[footnoteRef:8] [8:   Tree Kangaroo Conservation Program. (2018) Tree Kangaroo Conservation Program Annual Report 2017. TKCP, Seattle, Washington, USA. , p. 8. For more information, see https://www.zoo.org/tkcp/resources] 

Appointed by the landowners of YUS to conduct monthly patrols through steep, treacherous terrain and challenging weather conditions, the YUS Conservation Area Rangers embody the commitment of local communities to protect their environment. TKCP is proud to support Papua New Guinea’s first conservation rangers in patrolling and monitoring, educating communities on the rules and boundaries of the YUS Conservation Area (CA), and upholding the YUS CA bylaws in collaboration with landowners and local magistrates. Building upon their traditional knowledge of
the YUS landscape and ecosystem, the YUS Conservation Area Rangers are gaining expertise in species identification, tracking, and scientific research.





[image: ]
YUS Rangers (photo: TCA)

These Ranger programs provide employment opportunities for communities as well as training benefits. In the most successful cases in PNG, the Ranger programs are also associated with other community activities, including education, health and alternative livelihoods programs. This is critical to the overall success of the program, but the activities of the Rangers generally centre on the needs of the protected areas. 
[bookmark: _Toc19891931]Rangers who work across the whole community
The focus of this group of Rangers is to strengthen community competence and to provide services to improve health and well-being in their local area. These Rangers are trained in many of the same competences as Rangers focusing on protected areas, and can easily be tasked to spend more time on protected areas or on biodiversity conservation activities.

Community-based Rangers are embedded within their clan or cultural group and have more cultural and community responsibilities than Protected Area Rangers, though they can also do protected area work. Their focus is on building competence and resilience within the community.

These Rangers are specifically trained in financial and business management, and the program seeks to maintain sustainability through training and increased capacity.

Community-based Rangers are primarily offered training opportunities and life skills. They are also given an allowance for the days that they work. A Community Ranger program has been developed in the Torres Strait Treaty Villages (Box 1).

[bookmark: _Ref6239365]Box 1: Treaty Villages program is beginning to embed the Rangers into the LLG structure[footnoteRef:9] [9:  Reef & Rainforest Research Centre. (2018) Treaty Village Resilience Program Annual Report 2017-2018. RRRC, Australian Aid ] 

[image: ]
[bookmark: _Toc19891932][image: ]Voluntary RangersCustomary landowners of Namanatabu Nature Reserve (photo: Ann Peterson)

Active community members were working in over half of the protected areas evaluated in 2017[footnoteRef:10]. In some cases, this is a low-key activity across traditional lands, but in others people work very actively as ‘bush rangers’. One challenge in developing a National Ranger Network is finding a way to support, train and further empower these people, usually through their management committees.  [10:  Leverington, F., et al. (2017) Papua New Guinea Management Effectiveness Evaluation of Protected Areas. SPREP/ CEPA/UNDP, Samoa. ] 


There is an obvious risk that a paid Ranger program may destabilise customary land and sea conservation activities, and introduce competition and jealousy, where some people are paid and others are not. 

However, in the Torres Strait Treaty Village Program, Rangers being paid an allowance also involve volunteer community members in many of their projects, and this received good support.

The employment arrangements for the three types of Rangers are summarised in Table 2.

[bookmark: _Ref6235465][bookmark: _Toc25056874]Table 2: Three types of Rangers
	
	Rangers working specifically on  protected area 
	Community-based Ranger
	Voluntary rangers

	Formally employed

	yes
	yes
	no

	Employer
	Government or NGO

	Usually NGO or protected area management committee
	Reports to protected area management committee

	Payment for services

	yes
	sometimes
	Generally no, may be sporadic allowance

	Legal powers under legislation

	Some (long-term) rangers to be trained and accredited
	Some may be trained and accredited, depending on roles
	Not usually, unless under Local Level Government laws

	Training provided

	yes
	yes
	yes

	Uniform
	yes
	yes
	Possibly T-shirt





[bookmark: _Toc19891933]Setting up a Ranger program in Papua New Guinea
Nearly all PNG protected area communities interviewed in 2017 recognised that there was a need for on-ground Rangers[footnoteRef:11]. The customary landowners themselves want Ranger programs, but need help and funding to establish and maintain them. This chapter explores some options for providing this assistance.   [11:  Ibid. ] 

[bookmark: _Toc19891934]A vision, purpose and enthusiasm
In the beginning there needs to be a vision and purpose for what a Ranger program could achieve for a protected area and a community, with answers to questions like:
Why do we want a Ranger program?
What do we want to get out of it? 
Is it a short-term need or the start of a long-term program?
What kind of work would the Rangers be doing?

While the initial driver for the Ranger program may come from either within or outside the community, it is essential for the idea to be socialised and fully adopted by local people over time if the program is to be sustainable.
[bookmark: _Toc19891935]Governance and administration
Setting up the governance and administrative systems for the Rangers is also necessary before anyone is formally employed (Table 3). Many protected area management committees do not have any administrative or financial capacity, and may need help to set up the necessary structures. In some cases, working through larger existing NGOs or through local level government will be effective, as long as it is economically efficient (i.e. low overheads) and accountable (good levels of probity and transparency). In other cases, new structures may be needed.
[bookmark: _Ref6236342][bookmark: _Toc25056875]Table 3: Governance and administrative requirements for setting up a Ranger program
	What is needed
	Notes 

	A competent organisation (government, community-based, CBO or other) to apply for grants, and manage funds and payments. 

A competent organisation to manage the human resource requirements including fair and transparent recruitment, managing entitlements, oversee training and professional development etc.

	Transparency, efficiency, honesty and integrity are key, with a structure that does not allow corruption. To some extent, involving a lot of people and providing training in financial, administration and company management processes can give some resistance to corrupt practices. 

There may be organisations already set up in the area able to take on this role. Small grants are available to help customary landowners groups and other community based organisations set up bank accounts and train people in financial accountability.

	Clear work plan, developed into an annual work program
	The management board, committee or NGO needs to be clear about what work Rangers will undertake.

	An expandable organisational structure, which progresses as the group moves from inception to maturity, with the ability to purchase, oversee maintenance, and track and manage assets and equipment needed by the Ranger group (see below)
	This might be planned from the inception to make sure that the Ranger group does not outstrip the organisational capacity to manage it.

	A competent organisation to set meaningful and achievable strategic direction through an inclusive approach that involves customary landowners and other key stakeholders including sponsors and all levels of government.

	The organisation needs to be able to forge and maintain good relationships with a range of people and institutions.


[bookmark: _Ref6238993]Box 2: The Community Ranger program in the Torres Strait Treaty Villages has reached the fourth phase of consolidation and expansion after five years of continual funding and activities. (Source: RRRC 2018[footnoteRef:12]) [12:  Reef & Rainforest Research Centre. (2018) Treaty Village Resilience Program Annual Report 2017-2018. RRRC, Australian Aid ] 

[image: ]

[bookmark: _Toc19891936]Funding and resources
A sustainable finance/business plan should be developed early in the process to minimise the risk of a Ranger program being developed and then not maintained. Some existing and proposed protected areas have Ranger programs that are well funded by external sources (international governments, international organisations or global businesses) and this incorporates sustainable finance/business plans. Funds might also be raised through gate-takings, fees for tourist operations and researchers, and livelihood projects. However, most existing protected areas lack financial support and need to seek seed funding to assist with the initial setup costs, including community consultation. In the next phase, a sustainable longer-term source of funding should be sought.

Equipment and services are also needed to support the Ranger program, including uniforms, boots and protective clothing, transport (cars, boats), tools (such as picks/shovels, brush cutters, chainsaws, wheelbarrows and weed spray) field equipment (packs, binoculars, GPS units, tents, smartphones, notebooks, diving or snorkelling gear), computers and support, and an equipped and furnished office with a reliable source of power. As part of the set-up costs, maintenance programs should be planned for all equipment and infrastructure. A staged approach that gradually builds up capacity to use and maintain assets is recommended.

[bookmark: _Toc19891937]Approved work program, capacity building and supervision
An approved work program and a training program are desirably built on a management plan, but where none exists a work program can still be devised to undertake essential tasks in the community and protected area.

A training program should be devised for the work group and tailored for individuals. This will consist of formal and informal learning, including training, mentoring and coaching. Integrated with capacity building for Rangers will be capacity building for the management board or committee members.

[bookmark: _Toc19891938]Policies and standards
All Ranger programs will need clear policies and standards underlying their operations, for factors such as human resource management (pay, allowances, travel procedures, leave etc), ethical behaviour, anti-corruption policies, work expectations, training and capacity building, community relationships, gender equity, anti-bullying and harassment, uniform and protective clothing, and workplace health and safety. Most of these policies and standards can be developed at national level and adapted as needed.

[bookmark: _Toc19891939]Phases of a Ranger program
A generalised process of a Ranger program (Figure 2) will pass through phases from concept and initiation, start-up and recruitment, training and establishment, consolidation and expansion to maturity and outreach, where Rangers and managers can assist other groups to set up or improve their programs. Unfortunately, aid programs often concentrate on the first two or three phases, and external funds cease before the programs become properly established and integrated into local and national government operations and budgets.

The phases assume that either the programs are an initiative of the local community or that a high level of involvement of customary landowners and other critical stakeholders is ensured throughout the process. They also assume an ‘adaptive management’ approach of continual learning and adaptation throughout the process. External reviews and positive publicity will help to back up applications for future funding and potential expansion.

While traditional wisdom is to start small and grow carefully, Ranger programs need to achieve a difference in the communities if they are to be sustainable. There is advantage in getting a ‘critical mass’ of Rangers, where a lot of people are employed and can do some big jobs. For example, in the PNG Torres Strait Treaty Village Program, sufficient numbers of Rangers have been trained and employed to be a really noticeable workforce in the villages and can undertake significant projects such as building and sanitation (see Box 2). Whereas small programs may fold after initial projects finish, the community and local government are more likely to fight to continue those projects with a lot of momentum and impact.


[bookmark: _Ref6238572][bookmark: _Toc25056872]Figure 2: Phases in development of Ranger groups

[bookmark: _Toc19891940][image: C:\Users\Administrator.ALLENLAPTOP2\Documents\AAA_PROJECTS\Varirata National Park\Photos\Photos to Add to Report\VBS Project Team - p_D4_9671.JPG]Employment arrangements and conditionsRangers employed to assist in biological field research at Varirata National Park in 2018. Short-term arrangements give people a chance to develop skills and see future opportunities, as well as to earn money for a time. L-R: Bali Korohi (Omani Clan), Monobe Kisea (Ianari Clan), Gideon Warite (Nadeka Clan) and Noel Max (Narime Clan) (photo: Allan Allison)

Multiple arrangements are possible for employment of Rangers, depending on the needs. They may be permanent, seasonal or casual and full-time or part-time. Part-time arrangements sometimes suit people with other community and family responsibilities. Some Ranger programs find that offering a larger number of casual or part-time positions spreads the opportunities more widely in the community. People who show enthusiasm, competence and application over time can then be appointed into more senior or permanent roles. 

Arrangement for workplace health and safety and acceptable work hours and conditions should be ensured for all Rangers from the beginning of their employment.

[bookmark: _Toc19891941]Recruitment
Recruitment of Rangers is an important issue and will vary according to the employer and employment arrangements. National and provincial governments have their own recruitment processes that need to be followed to ensure a fair process. However, it is preferred that recruitment processes should also reflect cultural processes and include clan elders. 

Rangers may be chosen by community representatives on the basis of both capability and fair representation of different clans or families in the area. This embedding of processes into the community has advantages as people are then more likely to support the Rangers in carrying out their duties. However, the fairness of the process (i.e. not being dominated by powerful families and excluding women) should be ensured.

[bookmark: _Toc19891942]Gender equity
Ranger programs should strive for equity and give women opportunities outside their normal roles wherever possible. This can be very challenging, and requires persistence and courage where strong gender inequity and stereotypes are in place. In some of the existing Ranger programs in PNG, women rangers are not yet undertaking traditional male roles or going into the field. However, they may still be accessing new opportunities through employment and through meeting other women role models. In other programs, gender roles are being challenged and extended through Ranger programs.
While it is very valuable to nurture and encourage female Rangers, we recognise that this involves some risks, including gender-based violence, depending on the outlook of the community. Some of the lessons learnt from recent work include[footnoteRef:13]: [13:  Thanks to Robyn James, TNC, for sharing her learnings] 

· Women can be presented with role models and opportunities to be involved, but they need to take the leadership in what they feel are the right steps to take and when. Seeing what other women can do is a transformative and empowering experience.
· In some cases, it is best to keep female rangers as a separate group, at least in the early stages, to avoid the risk of endangering their domestic situations.
· An education process within the community may be needed.
· Women may be most comfortable to begin in traditional roles (e.g. cooking for the ranger groups) and gradually move into more field-based roles.
· When female rangers work within the community as well as in protected areas (such as in the Torres Strait Treaty Villages), their work with other women and with health professionals in fields such as women’s health, sanitation, hygiene and nutrition can have a very positive effect on the whole community.

Within the Kokoda Track ‘custodian program’, (a paid community employment program for short term [10 day] field exercises) communities are respectfully requested to set aside some of their normal cultural attitudes towards women while working within this setting as an ‘attachment’ not an imposition to their cultural ‘norms’. Gender equity is promoted through dedicating two of every 10 positions within a workforce for women. It is the role of the community to nominate their workers and if the female quota is not met, these positions remain vacant: they cannot be filled by males.
This has been generally accepted across all communities along the track over the last few years, where the women were welcomed and invaluable team members when conducting Track regeneration and conservation works and bridge building[footnoteRef:14]. [14:  Information courtesy of Artie Jacobsen] 


The Torres Strait Treaty Village ranger program has also employed many women, who have adapted to the field-based roles and training programs with great enthusiasm.

“Female candidates undertake the same training as the men including boat handling, first aid, building, communications, small motor maintenance and plumbing. They also undertake additional training in women’s health, nutrition and birthing assistance… Ranger groups now undertake all activities with a rotational leader each day. This includes leadership by the female rangers, sometimes supported by a mentor, and there has been an obvious increase in confidence and equity in the Ranger group. The success of the female rangers and the appreciation by community members has resulted in the female rangers having greater participation in village meetings and decision-making.

The Project is providing strong female role models and positions for disabled community members, promoting information to counter cultural norms about gender roles and community domains. The female Community Rangers have developed an anti-family violence narrative based on the reality that if a women is beaten then she is unable to look after the children or undertake village work. Therefore beating your wife is an act against the whole village and pulls the village down. The male Community Rangers have adopted this narrative and represent a serious gender-enabling group. The male Community Rangers are held to the highest standards as community mentors. Male rangers are also called upon to ensure that the female Community Rangers are safe at all times when visiting other villages or Daru.[footnoteRef:15] [15:  Reef & Rainforest Research Centre. (2018) Treaty Village Resilience Program Annual Report 2017-2018. RRRC, Australian Aid ] 


[image: ]
The Nature Conservancy (TNC) has prepared a Gender Strategy for Melanesia, with an emphasis on empowering women and increasing their participation in program design and implementation. The strategy notes that empowering women increases the community benefits from conservation and makes all programs more sustainable[footnoteRef:16]. [16:  The Nature Conservancy. (2017) The Nature Conservancy Melanesia Program Gender Strategy 2017-2020. TNC, Brisbane. ] 

[bookmark: _Toc19891943]Resourcing Ranger programs and the National Ranger Network
A National Ranger Network will have over-riding policy and structures, but a diversity of programs within it. If the purpose, accountability and good governance of Ranger programs and associated financing can be ensured, then a number of funding sources might become available. These include:
· Permanent core funding from national, provincial and district governments.
· Support from international governments, such as Australia which currently supports the Torres Strait community ranger program and the Kokoda Initiative rangers.
· Grants and funding from UNDP, IUCN and NGOs (often short-term).
· Trust funds (including offsets, GEF6 fund and trust funds set up by NGOs).
· Philanthropic donations including through impact investment.
· Private industry support.
Sustainability and succession planning are critical to keep the programs going in the long-term.
“Imagine the Land and Sea Rangers ceases to exist. You’ve got all these blokes that have just turned around and changed their whole life and are skilled up, and all of a sudden… gone. How are you going to look after country without rangers?” (Ranger coordinator)[footnoteRef:17] [17:  Roberts Evaluation. (2015) Final Evaluation Report: Queensland Indigenous Land and Sea Ranger Program. prepared for Queensland Department of Environment and Heritage Protection, Melbourne, Australia. ] 
Ranger programs are best where they are supported by the whole community, and where they benefit the whole community. (photo: Artie Jacobsen)


[bookmark: _Toc19891944]Legislation, identification and legal recognition
Rangers who may be required to enforce laws need to be recognised as officers under existing legislation and the proposed Protected Area Act and regulations, with formal notification (e.g. government gazette) and an issued identity card. These Rangers must receive appropriate training in the legislation, their duties and rights, and in handling difficult situations (however, these should be limited and situations that might be dangerous should be handled by law enforcement authorities).

[bookmark: _Ref6924509][bookmark: _Toc19891945]Training and competencies
A recommendation from the management effectiveness study in 2017 was that suitable training programs for Rangers and management committee members should be identified and funded. There were many requests for training of future Ranger staff, and workshop attendees had a quite sophisticated understanding of the types of skills needed to manage the protected areas. Recognised training needs relevant to Rangers included:
· Relevant laws and law enforcement and para-legal training
· Preparation of management plans (including land use plans)
· Techniques for monitoring and research, including species identification and better understanding of wildlife and the basics of conservation
· Developing and marketing tourism activities and managing tourism activities
· Community education (about protected area values and their importance)
· Writing funding proposals and reports
· Finance and budgetingRangers need recognized qualifications to achieve standards, so they are taken seriously, and so they have qualifications that are transportable


· Administration and financial management
· Developing information technology skills
· First aid training and emergency procedures
· Radio communication
· Map reading
· Leadership
· Peer mentoring[footnoteRef:18] [18:  Peterson, A., et al. (2019b) Capacity Building for Protected Area Management in Papua New Guinea: Part 7: Senior Rangers and Rangers. In: PNG Protected Area Management Guideline No.CB7 version1. Papua New Guinea Conservation and Environment Protection Authority, Port Moresby. ] 


[bookmark: _Toc19891946]The IUCN Competence Framework
Competence is the ‘proven ability to perform a task or do a job’[footnoteRef:19] and is often defined in terms of the required combination of: [19:  Appleton, M. R. (2016) A Global Register of Competences for Protected Area Practitioners. IUCN, Gland, Switzerland.p. 2] 

· Skills – these ensure the ability to perform a task reliably and consistently
· Knowledge – provides a technical and theoretical background to the task, and
· Attitude – helps an individual to complete a task positively, professionally, ethically and conscientiously and includes personal attributes such as leadership, critical thinking, creativity and collaboration. 
Competencies are gained in many ways, including life experience; formal education; understanding traditional or customary ways; apprenticeships; on-the-job experience; self-help programs; mentoring; training and development programs. All of these together contribute to job competence in an employee such as a Ranger[footnoteRef:20]. [20:  World Conservation Congress (WCC). (2016) Establishment, recognition and regulation of the career of park rangers. WCC-2016- Rec-103-EN. .   Available at https://portals.iucn.org/library/sites/library/files/resrecfiles/WCC_2016_REC_103_EN.pdf.] 

A key output of the ‘Strategic Framework for Capacity Development in Protected Areas and other Conserved Territories’[footnoteRef:21] was the Global Register of Competences for Protected Area Practitioners (Competence Register)[footnoteRef:22], which:  [21:  IUCN WCPA. (2015) The Promise of Sydney - Vision.   http://worldparkscongress.org/about/promise_of_sydney_vision.html]  [22:  Appleton, M. R. (2016) A Global Register of Competences for Protected Area Practitioners. IUCN, Gland, Switzerland. ] 

· Defines and classifies the competences that may be required for ‘effective, efficient and equitable management of protected areas’ (Appleton 2016:viii) and each competence includes a statement of the required skill, a more detailed explanation of that skill and an indication of the supporting knowledge required), and
· Identifies 15 functional categories addressing organisational management, applied protected area management and generic work-related skills.
The register lists 300 competences, which represent a broad range of competence thought by the IUCN to be necessary in developing effective protected area planning and management outcomes. 
[bookmark: _Toc19891947]Ranger competences and training in PNG
Using the results of the management effectiveness workshops, the protected area competence register has been adapted for PNG, and a proposed list of competences has been drawn up for PNG’s Rangers[footnoteRef:23] and for management committees[footnoteRef:24].  The required competences of a particular position can be linked to the qualification levels in the National Qualifications Framework for PNG (NQF) (Table 4)[footnoteRef:25], and subjects for training selected according to needs. It is desirable that training, wherever possible, fits into the NQF and is certified. While this might be more effort to organise and track, it means that Rangers work towards gaining a recognised and transportable qualification, which motivates higher performance and creates an additional benefit to ranger employment. [23:  Peterson, A., et al. (2019b) Capacity Building for Protected Area Management in Papua New Guinea: Part 7: Senior Rangers and Rangers. In: PNG Protected Area Management Guideline No.CB7 version1. Papua New Guinea Conservation and Environment Protection Authority, Port Moresby. ]  [24:  ---. (2019a) Capacity Building for Protected Area Management in Papua New Guinea. Part 6: Protected area management committee members. In: PNG Protected Area Management Guideline No.CB6 version1. Papua New Guinea Conservation and Environment Protection Authority, Port Moresby. ]  [25:  https://dherst.gov.pg/quality-assurance/png-national-qualifications-framework.html] 
Learning to use chainsaws with safety equipment is a basic ranger skill across the world, and the training can be certified and recognised. Kokoda track. (photo: Artie Jacobsen)

[bookmark: _Ref6320283][bookmark: _Toc25056876]Table 4: The PNG National Qualifications Framework
	NQF Level 
	Qualification Award 

	10 
	Doctorate 

	9 
	Masters 

	8 
	Post Graduate Diploma 

	8 
	Post Graduate Certificate 

	8 
	Bachelor Honours 

	7 
	Bachelor 

	6 
	Advanced Diploma; Associate Degree 

	5 
	Diploma 

	4 
	Certificate (higher education) 

	4 
	Certificate 4 

	3 
	Certificate 3 

	2 
	Certificate 2 

	1 
	Certificate 1


[image: ]
YUS Rangers learning to use the cybertracker (associated with the SMART monitoring program) to monitor in the field (photo: TKCP facebook page)

[bookmark: _Ref6319427][bookmark: _Toc19891948][bookmark: _Ref6300221]Framework for Ranger levels 
While Rangers will be employed by a number of organisations and each of these may have its own employee classification scheme, it is proposed that these schemes fit into a National Ranger Framework so that people can use a common language to describe the levels and qualifications. The levels of Ranger employment in a National Ranger Framework (Table 4), can be can be related to both the IUCN Competence Framework and the NQF. The first draft of such a Ranger Framework is shown in Table 5.
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[bookmark: _Ref6317537][bookmark: _Toc25056877][bookmark: _GoBack]Table 5: Ranger levels and related competence levels and qualifications in PNG
	Level or name of position
	IUCN competence level[footnoteRef:26] [26:  Please see Section 10 for explanation of the competence framework] 

	Description and responsibilities
	Qualifications level – PNG NQF[footnoteRef:27] [27:  National Higher And Technical Education Board. (2017) Papua New Guinea National Qualifications Framework. Second edition. Department of Higher Education, Research, Science and Technology ] 

	Equivalent in CEPA Ranger scale 
	Employment conditions
	Example/ notes

	Bush Ranger or Sea Ranger (volunteers)

	0/1
	Community member undertaking customary management or volunteer work
	any
	No equivalent
	Volunteers, but could have allowance, expenses or periodic support if funds are available
	Pokili Bush Rangers monitor the harvest of megapode eggs.

	Ranger / field assistant/ community ranger
	0/1
	Basic level – tasks under supervision
	Up to cert 1
	Grade 1 - 5
	May be paid or unpaid, permanent, seasonal or casual
	The TVRP[footnoteRef:28] has 100 Rangers in this category now, as the entry level for aspiring rangers. Kokoda field rangers and Varirata rangers also fall into this group. [28:  Torres Strait Treaty Villages Ranger Program] 


	Ranger group leader/ technical assistant
	1
	Less supervision – more experience and strong worker - leads small team or technical assistant with some specialised training
	Up to cert 2
	Grade 6
	May be paid or unpaid, permanent, seasonal or casual, but more likely to be paid. In some cases, rangers at level 0/1 might take turns in performing this role

	TVRP – this role is rotated to give people experience and select the most competent over time.

	Ranger supervisor or technical officer
	2
	Supervises teams or skilled technical/ specialist person
	Up to cert 3
	Grade 8
	Maybe permanent or seasonal, but usually paid. 
	Ranger in charge of a small program or a field group.

	Ranger manager or technical leader
	2/3
	Manages program or highly skilled technical person
	Up to cert 4/ diploma
	Grade 10
	Usually paid, usually permanent if running a program (but may be only over a season if in a specialist area like tourism or turtle research)
	Ranger in charge of a significant program or locality.

	Senior manager or Chief ranger
	3/4
	Manages across a region/ system
	Diploma/ Degree
	Grade 12 
	Permanent, senior employee
	This could be the Ranger coordinator in the YUS ranger Program.




[bookmark: _Toc19891949]Networking opportunities
As Rangers in PNG will work as a loose and geographically scattered workforce, with a range of employers and arrangements, extra effort will be needed to help them feel connected and part of a network. Advantages of the network include morale boosting, information sharing, and the opportunities for promotion and exchange. Logistical issues constraining this include poor connectivity due to distance, poor road networks, poor internet access and poor staffing and resourcing of this important function. Achieving a “critical mass” of Rangers across the country will be important in getting the profession accepted and funded. Potential networking mechanisms include:
· Recruitment of dedicated personnel to raise awareness and establish, maintain, monitor and enhance the on-going effectiveness of the network. 
· Establishing, leading, moderating and improving an online community such as a facebook page.
· Regular (e.g. annual or bi-annual) meetings/conferences of the National Ranger Network.
· A National Ranger Association, connected to the Oceania section of the International Ranger Federation. There have been offers of assistance from Rangers Associations in Queensland and the Solomon Islands. These associations are independent of government and other protected area management agencies, and aim to connect, assist and represent Rangers.
· Establishing partnerships with other Ranger programs e.g. offers of assistance and partnerships have been made by Indigenous Rangers in Australia.
· Establishing more local networks, women’s Ranger groups and topical groups (e.g. marine parks Rangers), and
· Providing opportunities for funding to:
· attend international meetings and conferences
· participate in personnel exchanges (both within PNG and with international ranger networks). Rangers Associations from Queensland, Solomon Islands and the International Ranger Federation meeting (photos courtesy of Albert Kwatele and Jo Mclellan)

[bookmark: _Toc19891950]Conclusions and recommendations
[bookmark: _Hlk6997246]Ranger programs in PNG, as in other places, are a consistently outstanding good-news story, in spite of the challenges of establishing and sustaining employment across remote, inaccessible and often poorly equipped places. With good planning and intelligent and consistent implementation, relatively modest inputs can produce big returns for the environment and the community. Having reviewed the evidence from PNG and from other places, especially Indigenous communities in Australia, we make the following recommendations[footnoteRef:29]: [29:  Most of these recommendations are based on the first ranger workshop, November 2018 (Leverington, F., et al. (2019) Protected Area Rangers for PNG: a discussion paper. . In: PNG Protected Area Management Guideline No. RA1 version 1. Conservation and Environment Protection Authority, Port Moresby. ] 


Rangers are needed
· Rangers are the backbone of protected area systems. A strong, capable and supported Ranger workforce is critical to conserve culture and biodiversity, deliver community benefits and increase capacity, including in the most remote and disadvantaged parts of PNG. 
· Rangers should be regarded as a critical profession in the protection of nature and culture, and should be recruited, resourced, trained and remunerated accordingly.
Ranger programs must be embedded in community
· Ranger programs need to be strongly supported by local communities, and relevant to the culture and tradition of PNG. 
· There will be many models of Ranger programs in PNG. In many cases, community-based programs drawing their authority from local culture and delivering benefits to people as well as to conservation, through development activities, will be most effective. In other cases, Rangers may work purely in protected areas, but community needs should always be recognized and addressed.
Employment should be fair and equitable
· The process of selecting Rangers needs to be fair, and communities should be closely involved in nominating Rangers. 
· Women should be given opportunities in Ranger programs without being limited to the gender roles normally assigned in the community: empowerment of women through this program will bring many benefits.
Training should be relevant, certified and transportable
· Development of skills and capacity for Rangers and their communities is vital and should include financial and administrative literacy, self-confidence and presentation as well as practical and applied skills
Sustainability of resourcing is critical
· Efforts should be made to incorporate funding of Ranger programs and the National Ranger Network into core business of governments, supported by NGOs, private industry, international aid and philanthropists. Sustainable long-term resourcing is needed.

A National Ranger Network should be established
· CEPA should take the lead on a national approach to Rangers and recognise that its legal responsibilities need to be supported by a Ranger force. However, the national approach should allow for flexibility in its application and recognize the community-based efforts.
· The National Ranger Network should include an employment and training framework, uniform and badges, policies, support for national training and networking events, assistance to communities setting up programs, and a communication hub.
· The National Ranger Network does not imply that CEPA will employ most of the Rangers: CEPA’s primary role will be in assisting to coordinate and encourage the network.
A Ranger Association should be supported
· If Rangers would like to form an association in PNG that will assist them to share experiences and form a unified voice in the protection of PNG’s unique natural and cultural values, this should be supported.

“The communities overwhelmingly support the Ranger program, as has now been evidenced in two external program reviews. The tangible benefits of the Program are the catalyst projects lead by the Rangers (water infrastructure, sanitation, crops etc). The less tangible, but even more important outcomes are improvements to the governance and leadership of the villages, through the processes and systems established or reinvigorated by the Rangers and the leaders the program is engaged with” (RRRC 2018).







[footnoteRef:30] [30:  Reef & Rainforest Research Centre. (2018) Treaty Village Resilience Program Annual Report 2017-2018. RRRC, Australian Aid ] 
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[bookmark: _Toc19891952]Attachment one: Identified Ranger competences for PNG[footnoteRef:31] [31:  This table is directly copied from Peterson, A., et al. (2019b) Capacity Building for Protected Area Management in Papua New Guinea: Part 7: Senior Rangers and Rangers. In: PNG Protected Area Management Guideline No.CB7 version1. Papua New Guinea Conservation and Environment Protection Authority, Port Moresby. ] 

A Competence Scorecard was developed to quickly and easily identify capabilities in relation to the individual competence statements.
· Green (High competence) indicates tasks that are regularly performed (R = 2)[footnoteRef:32] and for which there is good (C = 3) or high (C =4) levels of competence.  [32:  Refer to section 1 (Introduction) where the scales for Relevance (0,1,2) and Competence (1,2,3,4) are explained.] 

· Orange (Moderate competence) indicates that the task was regularly performed (i.e. R=2) and the staff had a basic level of competence (C=2).
· Red (Low competence) indicates that the task was regularly performed (i.e. R=2) and the staff had either little or no competence (C=1) to perform the task.
· Blank cells indicate statements that were not relevant to the particular personnel level, or where the competence was only partly relevant.
	
	 
	Senior Ranger
	Ranger

	GROUP
	A. PLANNING, MANAGEMENT AND ADMINISTRATION
	 
	 

	CATEGORY
	PPP. PROTECTED AREA POLICY, PLANNING AND PROJECTS
	 
	 

	PPP 3
	PROTECTED AREA POLICY, PLANNING AND PROJECTS. LEVEL 3
	 
	 

	PPP 3.1
	Direct the participatory development of a protected area management plan using a recognised format and process.
	 
	 

	PPP 3.2
	Direct a structured threat assessment for a protected area.
	 
	 

	PPP 3.3
	Direct the development of a protected area zonation system.
	 
	 

	PPP 3.5
	Direct implementation of projects and plans.
	 
	 

	PPP 3.7
	Direct identification & implementation of measures to address impacts of climate change.
	 
	 

	PPP 3.9
	Coordinate PA mg’mt with activities of neighbouring land and resource owners and users.
	 
	 

	CATEGORY
	ORG. ORGANISATIONAL LEADERSHIP AND DEVELOPMENT
	 
	 

	ORG 3
	ORGANISATIONAL LEADERSHIP AND DEVELOPMENT. LEVEL 3
	 
	 

	ORG 3.1
	Build the organisational capacity of a protected area administration.
	 
	 

	ORG 3.2
	Establish procedures for strategic, planned & adaptive management of a protected area.
	 
	 

	ORG 3.3
	Establish regular and systematic planning and monitoring of management activities.
	 
	 

	ORG 3.4
	Establish systems and procedures to ensure high standards of ethics and behaviour among staff and partners.
	 
	 

	ORG 3.5
	Build networks and develop collaborative relationships with other organisations.
	 
	 

	ORG 3.6
	Ensure establishment and implementation of participation and good governance.
	 
	 

	ORG 3.7
	Establish systems and procedures for ensuring health, safety and security in a PA.
	 
	 

	ORG 3.8
	Promote and implement change and innovation in management of a protected area.
	 
	 

	ORG 3.9
	Ensure effective management of information and knowledge.
	 
	 

	CATEGORY
	HRM. HUMAN RESOURCE MANAGEMENT
	 
	 

	HRM 3
	HUMAN RESOURCE MANAGEMENT. LEVEL 3
	 
	 

	HRM 3.3
	Ensure suitable working conditions, welfare, health, safety and security for personnel and other protected area users.
	 
	 

	HRM 3.4
	Identify capacity development needs of personnel, stakeholders and partners.
	 
	 

	HRM 3.5
	Institute capacity development programs for PA area personnel, stakeholders/partners.
	 
	 

	HRM 2
	HUMAN RESOURCE MANAGEMENT. LEVEL 2
	 
	 

	HRM 2.1
	Prepare work plans and monitor their implementation.
	 
	 

	HRM 2.2
	Supervise, motivate and evaluate performance of individuals and teams.
	 
	 

	HRM 2.3
	Identify causes of poor performance and workplace conflicts and recommend appropriate actions.
	 
	 

	HRM 2.4
	Plan and organise delivery of training and learning activities.
	 
	 

	HRM 2.5
	Maintain personnel and activity records.
	 
	 

	HRM 1
	HUMAN RESOURCE MANAGEMENT. LEVEL 1
	 
	 

	HRM 1.1
	Supervise and motivate work groups in completing practical tasks.
	 
	 

	HRM 1.2
	Maintain and submit records of work activities.
	 
	 

	CATEGORY
	FRM. FINANCIAL AND OPERATIONAL RESOURCES MANAGEMENT
	 
	 

	FRM 2
	FINANCIAL AND OPERATIONAL RESOURCES MANAGEMENT. LEVEL 2
	 
	 

	FRM 2.1
	Keep books, accounts and inventory records.
	 
	 

	FRM 2.2
	Prepare reports on finances and assets.
	 
	 

	FRM 2.3
	Manage cash and cash transactions.
	 
	 

	FRM 2.4
	Conduct procurement and purchasing according to prescribed procedures.
	 
	

	FRM 2.5
	Identify costs and material requirements for work activities.
	 
	

	FRM 2.6
	Ensure availability and maintenance of assets, equipment, stores and supplies.
	 
	

	FRM 2.7
	Manage vehicles and their use.
	 
	

	FRM 1
	FINANCIAL AND OPERATIONAL RESOURCES MANAGEMENT. LEVEL 1
	 
	 

	FRM 1.1
	Collect and present evidence of expenditure and other financial transactions.
	 
	

	FRM 1.2
	Maintain records of materials, equipment and supplies.
	 
	

	CATEGORY
	ADR. ADMINISTRATIVE DOCUMENTATION AND REPORTING
	 
	 

	ADR 2
	ADMINISTRATIVE DOCUMENTATION AND REPORTING. LEVEL 2
	 
	 

	ADR 2.1
	Prepare analytical and technical reports and assessments.
	 
	 

	ADR 2.2
	Prepare formal reports of activities and projects.
	 
	 

	ADR 2.3
	Contribute to and document meetings.
	 
	 

	ADR 2.4
	Ensure and maintain accurate and secure documentation of data, activities and events.
	 
	 

	ADR 1
	ADMINISTRATIVE DOCUMENTATION AND REPORTING. LEVEL 1
	 
	 

	ADR 1.1
	Maintain records of work activities.
	 
	 

	ADR 1.2
	Prepare basic written reports of work activities.
	 
	 

	CATEGORY
	CAC. COMMUNICATION AND COLLABORATION
	 
	 

	CAC 2
	COMMUNICATION AND COLLABORATION. LEVEL 2
	 
	 

	CAC 2.1
	Demonstrate effective interpersonal communication.
	 
	 

	CAC 2.2
	Make effective verbal presentations
	 
	 

	CAC 2.3
	Communicate effectively in writing.
	 
	 

	CAC 2.4
	Demonstrate effective collaboration and teamwork in the workplace.
	 
	 

	CAC 2.5
	Provide mentoring and guidance for colleagues and supervised staff.
	 
	 

	CAC 2.6
	Identify and address interpersonal conflicts.
	 
	 

	CAC 2.7
	Deliver training and learning programmes.
	 
	 

	CAC 2.8
	Facilitate meetings, discussions and workshops.
	 
	 

	CAC 1
	COMMUNICATION AND COLLABORATION. LEVEL 1
	 
	 

	CAC 1.1
	Communicate effectively with others in the workplace.
	 
	 

	CAC 1.2
	Provide on-the-job instruction for practical tasks.
	 
	 

	CAC 1.3
	Use effective communication techniques to avoid and prevent interpersonal conflict.
	 
	 

	GROUP
	B. APPLIED PROTECTED AREA MANAGEMENT
	 
	 

	CATEGORY
	BIO. BIODIVERSITY CONSERVATION
	 
	 

	BIO 3
	BIODIVERSITY CONSERVATION. LEVEL 3
	 
	 

	BIO 3.1
	Direct biodiversity survey, research and monitoring programmes.
	 
	 

	BIO 3.2
	Direct measures for protection/recovery of fauna species of conservation importance.
	 
	 

	BIO 3.3
	Direct measures for conservation of habitats and ecosystems of conservation importance.
	 
	 

	BIO 3.4
	Direct measures for addressing threats from alien invasive species.
	 
	 

	BIO 3.5
	Direct programmes for sustainable harvesting of natural resources.
	 
	 

	BIO 3.6
	Direct programmes for resolving human-wildlife conflict.
	 
	 

	BIO 2
	BIODIVERSITY CONSERVATION. LEVEL 2
	 
	 

	BIO 2.1
	Demonstrate a detailed knowledge and understanding of species, habitats and ecosystems of a protected area.
	 
	 

	BIO 2.2
	Plan, lead and report on biodiversity research, survey and monitoring activities.
	 
	 

	BIO 2.3
	Plan, lead and report on resource use surveys and monitoring programmes.
	 
	 

	BIO 2.4
	Propose justified measures for conservation of species.
	 
	 

	BIO 2.5
	Propose justified measures for conservation of habitats and ecosystems.
	 
	 

	BIO 2.6
	Propose justified measures for sustainable use of natural resources.
	 
	 

	BIO 2.7
	Plan, lead and report on implementation of biodiversity conservation measures.
	 
	 

	BIO 2.8
	Plan, lead and report on animal capture, transport, care and management.
	 
	 

	BIO 2.9
	Plan, lead and report on animal control measures.
	 
	 

	BIO 2.10
	Plan, lead and report on the care and use of cultivated plants. 
	 
	 

	BIO 2.11
	Curate collections and museums.
	 
	 

	BIO 1
	BIODIVERSITY CONSERVATION. LEVEL 1
	 
	 

	BIO 1.1
	Recognise & identify typical ecosystems, habitats, plant & animal species and their signs.
	 
	 

	BIO 1.2
	Recognise threats and problems affecting biodiversity in the field.
	 
	 

	BIO 1.3
	Accurately record and report observations of wildlife, habitats and ecosystems.
	 
	 

	BIO 1.4
	Assist in the control, capture, handling and transportation of animals.
	 
	 

	BIO 1.5
	Care for captive animals.
	 
	 

	BIO 1.6
	Care for plants.
	 
	 

	CATEGORY
	LAR. UPHOLDING LAWS AND REGULATIONS 
	 
	 

	LAR 2
	UPHOLDING LAWS AND REGULATIONS. LEVEL 2
	 
	 

	LAR 2.1
	Gather information to support law enforcement and security operations.
	 
	 

	LAR 2.2
	Lead and report on crime prevention/law enforcement operations in the field.
	 
	 

	LAR 2.3
	Work with local communities to resist and prevent illegal activities.
	 
	 

	LAR 2.4
	Ensure effective and legal apprehension of suspects and violators.
	 
	 

	LAR 2.5
	Question and secure statements from suspects and witnesses effectively and legally.
	 
	 

	LAR 2.6
	Manage crime scenes and seized evidence using correct procedures.
	 
	 

	LAR 2.7
	Process legal cases related to violations.
	 
	 

	LAR 2.8
	Conduct complex investigations into environmental crime and/or security threats.
	 
	 

	LAR 2.9
	Address major security threats in the field.
	 
	 

	LAR 2.10
	Ensure that correct procedures are followed for use of firearms.
	 
	 

	LAR 2.11
	Deploy and use remote surveillance equipment.
	 
	 

	LAR 1
	UPHOLDING LAWS AND REGULATIONS. LEVEL 1
	 
	 

	LAR 1.1
	Identify signs and evidence of unauthorised activities and security threats in the field.
	 
	 

	LAR 1.2
	Provide information to PA users about laws, rights & regulations affecting a PA.
	 
	 

	LAR 1.3
	Participate in supervised law enforcement operations in compliance with standard operating procedures.
	 
	 

	LAR 1.4
	Follow legal, ethical & safe procedures for apprehending suspects, violators & detainees.
	 
	 

	LAR 1.5
	Follow correct procedures for protecting crime scenes and for seizing, securing and documenting evidence.
	 
	 

	LAR 1.6
	Treat suspects & members of the public correctly & legally during law enforcement activities.
	 
	 

	LAR 1.7
	Follow correct procedures for basic documenting & reporting on law enforcement activities.
	 
	 

	LAR 1.8
	Provide formal evidence (written and verbal).
	 
	 

	LAR 1.9
	Respond correctly to non-violent disputes and confrontations.
	 
	 

	LAR 1.10
	Respond correctly and appropriately to physical threats and attacks.
	 
	 

	LAR 1.11
	Care for and use firearms legally, correctly and safely.
	 
	 

	CATEGORY
	COM. LOCAL COMMUNITIES AND CULTURES
	 
	 

	COM 3
	LOCAL COMMUNITIES AND CULTURES. LEVEL 3
	 
	 

	COM 3.7
	Promote and support the cultural identity and traditional knowledge and practices of customary landowners
	 
	 

	COM 2
	LOCAL COMMUNITIES AND CULTURES. LEVEL 2
	 
	 

	COM 2.1
	Maintain productive and equitable working relationships with customary landowners and local communities.
	 
	 

	COM 2.2
	Plan, lead and report on cultural and socio-economic surveys and assessments.
	 
	 

	COM 2.3
	Facilitate and support agreements for community-based sustainable use of natural resources.
	 
	 

	COM 2.4
	Facilitate and support establishment of community development projects.
	 
	 

	COM 2.5
	Facilitate and support establishment of community-based economic enterprises.
	 
	 

	COM 2.6
	Plan, lead and report on measures to safeguard cultural and historic sites, structures and artefacts.
	 
	 

	COM 2.7
	Plan lead and report on measures to safeguard intangible cultural heritage.
	 
	 

	COM 1
	LOCAL COMMUNITIES AND CULTURES. LEVEL 1
	 
	 

	COM 1.1
	Communicate and interact appropriately with customary landowners and local community members.
	 
	 

	COM 1.2
	Conduct extension field work with customary landowners.
	 
	 

	CATEGORY
	TRP. TOURISM, RECREATION AND PUBLIC USE
	 
	 

	TRP 2
	TOURISM, RECREATION AND PUBLIC USE. LEVEL 2
	 
	 

	TRP 2.1
	Manage visitation and use of facilities.
	 
	 

	TRP 2.2
	Manage needs and behaviour of visitors.
	 
	 

	TRP 2.3
	Monitor and manage the impacts (environmental and social) of visitation.
	 
	 

	TRP 2.4
	Conduct surveys about visitors, the use of a protected area and its facilities.
	 
	 

	TRP 2.5
	Manage and lead specialised and hazardous recreation activities.
	 
	 

	TRP 2.6
	Manage visitor accommodation.
	 
	 

	TRP 2.7
	Manage catering (food service) for visitors.
	 
	 

	TRP 2.8
	Manage sales activities and retail outlets.
	 
	 

	TRP 1
	TOURISM, RECREATION AND PUBLIC USE. LEVEL 1
	 
	 

	TRP 1.1
	Welcome, assist and regulate visitors on site.
	 
	 

	TRP 1.2
	Respond to emergencies and accidents to visitors.
	 
	 

	TRP 1.3
	Guide basic visitor activities.
	 
	 

	TRP 1.4
	Operate entrance, ticketing and sales facilities.
	 
	 

	TRP 1.5
	Assist in guiding advanced visitor activities.
	 
	 

	CATEGORY
	AWA. AWARENESS AND EDUCATION
	 
	 

	AWA 2
	AWARENESS AND EDUCATION. LEVEL 2
	 
	 

	AWA 2.1
	Plan, lead and report on interpretive, awareness and educational programmes.
	 
	 

	AWA 2.2
	Plan and lead 'person to person' awareness and educational activities.
	 
	 

	AWA 2.3
	Plan, draft and oversee production of publications, exhibits and signs.
	 
	 

	AWA 2.4
	Plan, oversee production of and operate technology-based exhibits.
	 
	 

	AWA 2.5
	Plan and lead special public events.
	 
	 

	AWA 2.6
	Plan and deliver formal education activities.
	 
	 

	AWA 2.7
	Manage and maintain internet and social media presence for a protected area.
	 
	 

	AWA 2.8
	Work with the media to communicate information and stories about a protected area.
	 
	 

	AWA 1
	AWARENESS AND EDUCATION. LEVEL 1
	 
	 

	AWA 1.1
	Provide basic information about a protected area.
	 
	 

	AWA 1.2
	Make basic interpretive/educational presentations.
	 
	 

	CATEGORY
	FLD. FIELD/WATER CRAFT AND SITE MAINTENANCE
	 
	 

	FLD 2
	FIELD/WATER CRAFT AND SITE MAINTENANCE. LEVEL 2
	 
	 

	FLD 2.1
	Plan, lead and report on field excursions and activities.
	 
	 

	FLD 2.2
	Maintain stores of field equipment and supplies.
	 
	 

	FLD 2.3
	Plan, lead and report on small scale construction, landscaping and maintenance works.
	 
	 

	FLD 2.4
	Plan, lead and report on search and rescue and emergency response.
	 
	 

	FLD 2.5
	Plan, lead and report on waste management and pollution control.
	 
	 

	FLD 2.6
	Plan, lead and report on fire prevention and control activities.
	 
	 

	FLD 1
	FIELD/WATER CRAFT AND SITE MAINTENANCE. LEVEL 1
	 
	 

	FLD 1.1
	Use map and compass/charts for orientation and navigation. 
	 
	 

	FLD 1.2
	Use a Global Positioning System (GPS) for orientation and navigation.
	 
	 

	FLD 1.3
	Follow good safety and environmental practice in the field and the work place.
	 
	 

	FLD 1.4
	Safely use and maintain hand tools and equipment.
	 
	 

	FLD 1.5
	Safely operate and maintain power tools and machinery with small engines.
	 
	 

	FLD 1.6
	Complete basic construction tasks.
	 
	 

	FLD 1.7
	Complete basic landscaping, horticultural and silvicultural tasks.
	 
	 

	FLD 1.8
	Set up and operate field camps.
	 
	 

	FLD 1.9
	Conduct first aid and provide appropriate responses in accidents and emergencies.
	 
	 

	FLD 1.10
	Correctly use and care for basic field surveying instruments.
	 
	 

	FLD 1.11
	Drive and conduct basic maintenance for motor vehicles.
	 
	 

	FLD 1.12
	Operate and conduct basic maintenance for motor powered boats.
	 
	 

	FLD 1.13
	Detect, prevent, fight and control fires.
	 
	 

	FLD 1.14
	Work safely in aquatic environments.
	 
	 

	FLD 1.15
	Dive using SCUBA equipment.
	 
	 

	FLD 1.16
	Correctly use and maintain field communication equipment.
	 
	 

	FLD 1.17
	Care for and work with draft animals and/or livestock.
	 
	 

	CATEGORY
	TEC. TECHNOLOGY
	 
	 

	TEC 2
	TECHNOLOGY. LEVEL 2
	 
	 

	TEC 2.1
	Operate and maintain computers for advanced functions.
	 
	 

	TEC 2.2
	Use online technology for advanced functions.
	 
	 

	TEC 2.3
	Manage and maintain IT systems and networks.
	 
	 

	TEC 2.4
	Manage and maintain digital data and information resources.
	 
	 

	TEC 2.5
	Operate Geographic Information Systems (GIS) and related applications.
	 
	 

	TEC 2.6
	Use advanced technology to support protected area management.
	 
	 

	TEC 1
	TECHNOLOGY. LEVEL 1
	 
	 

	TEC 1.1
	Operate and maintain computers for basic offline functions (word processing, data entry, file management).
	 
	 

	TEC 1.2
	Use online and other connected communication equipment and media.
	 
	 

	TEC 1.3
	Operate and maintain audio visual equipment.
	 
	 

	GROUP
	C. GENERAL  PERSONAL COMPETENCES
	 
	 

	CATEGORY
	FPC. FOUNDATION PERSONAL COMPETENCES
	 
	 

	FPC
	FOUNDATION WORK COMPETENCES (ALL LEVELS)
	 
	 

	FPC 01
	Demonstrate a positive personal attitude to work.
	 
	 

	FPC 02
	Work in compliance with instructions, briefings, laws, regulations and procedures.
	 
	 

	FPC 03
	Demonstrate a flexible and adaptable approach to work.
	 
	 

	FPC 04
	Maintain good relations with others in the workplace.
	 
	 

	FPC 05
	Communicate effectively verbally.
	 
	 

	FPC 06
	Demonstrate basic literacy (reading and writing).
	 
	 

	FPC 07
	Demonstrate basic numeracy.
	 
	 

	FPC 08
	Demonstrate awareness of and sensitivity to cultural, ethnic, gender and ability issues.
	 
	 

	FPC 09
	Maintain good practice for security, safety and environmental protection in the work place and in the field.
	 
	 

	FPC 10
	Avoid, prevent and report dishonest and/or illegal practices.
	 
	 

	FPC 11
	Maintain personal health, hygiene and fitness.
	 
	 

	FPC 12
	Communicate in other languages and/or dialects.
	 
	 

	CATEGORY
	APC  ADVANCED PERSONAL COMPETENCES
	 
	 

	APC
	ADVANCED PERSONAL COMPETENCES (MAINLY LEVELS 2-4)
	 
	 

	APC 01
	Demonstrate analytical skills.
	 
	 

	APC 02
	Address complex problems.
	 
	 

	APC 03
	Make effective decisions.
	 
	 

	APC 04
	Cope with hazardous working environments.
	 
	 

	APC 05
	Work effectively under pressure.
	 
	 

	APC 06
	Make best use of limited resources.
	 
	 

	APC 07
	Adopt a positive attitude to learning and personal development.
	 
	 

	APC 08
	Demonstrate commitment to transparency and participation.
	 
	 

	APC 09
	Enable and encourage team work.
	 
	 

	APC 10
	Support and encourage individuals.
	 
	 





Concept and initiation


 Develop proposal


 Develop job descriptions and guidelines


 Recruit and induct first rangers


Training and establishment


 Build capacity


 Increase numbers


Startup and recruitment


 Obtain seed funding


 Involve community


 Obtain equipment, begin work  program


 Write work plan


 Select leaders


 Undertake 'impact' activities


Consolidation and expansion


 Build capacity


 Increase numbers


 Increase scope of activities


 Integrate with local level governmnet structures and planning


Maturity and outreach


 Work to continue positive achievements and morale


 Build in sustainability in funding and staffing


 Offer to assist new groups





 Specialise and nurture staff development


Set up administrative stucture


Review and continual improvement
%	


Little/no progress	Some progress, high concern	Good progress, some concern	Very good	66.071428571428569	25	5.3571428571428568	7.1428571428571423	
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Ranger Representatives in Community Governance Structures

The Building Resilience in Treaty Villages project has always aimed to deliver greater self-
reliance and effective governance at the local level. All Rangers trained in Phase 1 have
developed skills in a range of fields, including health, water infrastructure and marine transport,
as well as critical leadership and governance capacity. In 2017/18, a great focus was placed
on leadership and mentoring, and promoting engagement and ownership of Ranger activities
within their respective communities.

BRTV has now reached the level of maturity where all of the 13 Treaty Villages have requested
that the Rangers be formally included as a ‘sector’ in their Ward Development Plan process (with
other sectors such as Health, Education and Law & Order), and a Ranger group representative
(in some instances two) has been given full membership on the Ward Development Committee.
A workshop with the Ward Members for all Treaty Villages in June 2018 aimed at strengthening
this approach in all villages.
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Community Rangers graduate in June 2018

The project has now frained 110 Community Rangers, including 34 female Rangers who have
attained competency in skills for community health, marine safety, plumbing and sanitation,
radio communications, first responder first aid, nutrition, disaster recovery, and new food security
(crops and fisheries) and preservation techniques (air dryer and smokers). The 59 Phase 2
Rangers have completed their training and graduated in a ceremony on 11 June 2018 in Daru,
bringing the total number of Community Rangers the project has frained to 110.
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