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FOREWORD 

T his guide has been written for those concerned with the provision of in-service 
training in the administration and management of environmental programmes. It 

sets out the case for the training of generalist and specialist personnel in environmental 
administration, and is intended to be used to justify, encourage, plan and help carry out 
such training. As an introductory text, it does not deal with the detailed planning of 
training programmes. Its main purpose is to serve as a first guide for those setting up 
in-service training in environmental administration, but it may also be used by those 
who wish to incorporate such training into training programmes in other areas. 

The central theme of this guide is that the goals of environmental administration 
should be closely linked to those of the World Conservation Strategy (WCS) 1 , and that 
a major aim of environmental administration is to work towards the objectives of the 
WCS. These are: the maintenance of essential ecological processes and life-support 
systems; the preservation of genetic diversity; and the sustainable utilisation of species 
and ecosystems. The ultimate purpose of training in environmental administration is to 
foster the attitudes and values, and develop the skills and knowledge consistent with and 
necessary for attaining these objectives, and the integration of conservation and 
development. Fundamental to this training are the concepts of conservation and 
development as defined in the WCS 2 , and it is recommended that the reader refer to 
this document in conjunction with the present guide. It is further recommended that the 
WCS be used as a major reference source in training. 

This guide should be useful to all concerned with training personnel in environmen-
tal affairs, whether as promoters, organizers, fund-raisers, assessors, instructors, or in 
other capacities. While it is directed primarily towards those concerned with training 
government personnel, it should also prove extremely valuable to those involved with 
training programmes in the private sector, and to others with an interest in this area. It 
can be applied to a wide range of situations and can be used, or adapted for use, in 
training programmes throughout the world; it will be of particular interest to those in 
less developed areas. 
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INTRODUCTION 

E nvironmental administration can be defined as the process of directing and 
managing public policies and activities in the area of environmental affairs. Most 

personnel working in this area are more involved with managing the relationships be-
tween different interests, e.g. people, development, and the natural environment, than 
with managing the natural environment itself. It is where the different interests meet 
that the problems usually arise and decisions need to be made; this is the area of con-
cern of the environmental administrator. 

The WCS states: "A major constraint on the implementation of conservation 
measures is a lack of trained personnel. "3  It is indeed the case that at present many 
government personnel, both generalists and specialists, lack any background or train-
ing in environmental administration. This is particularly true in developing countries. 
At the same time, professional personnel make and will continue to make many of the 
key decisions affecting conservation and development. A major aim of the WCS is to in-
corporate appropriate environmental values into decision making in conservation and 
development projects in order to promote the integration of conservation and develop-
ment - 'living resource conservation for sustainable development'. Thus, much of the 
success or failure of the WCS and other conservation measures will depend on proper 
training for government personnel. 

There is thus a need both to expand and to upgrade environmental training. The 
training currently available is limited and is inadequate in that it does not develop in 
personnel a broad-based conservation ethic and an understanding of the benefits and 
relevance of conservation to development. Many environmental administration person-
nel have too narrow a perspective - too restricted a view of conservation, and insuffi-
cient awareness and understanding of conservation values. Such awareness and 
understanding are essential to the integration of conservation and development. 

To be effective, environmental administration requires a holistic3a,  interdisciplinary 
and value-based approach. Training for environmental administration should therefore 
be similarly oriented. Since values and value judgements play a central role in policy 
and decision making in environmental administration, it is argued that training should 
focus on the area of values, and one of the chief concerns of this guide is to stress the im-
portance of dealing in value terms throughout the training process. 

There is an urgent need for improved training if current trends in resource depletion 
and environmental degradation are to be reversed. Full-time training of long duration 
is often not practical or economic, especially in developing countries where the number 
of professional personnel is limited. Environmental Administration In-service Training 
(EAIST) can strengthen and build on the existing capabilities of personnel and provides 
a practical and economic way of improving the quality of decision making and other 
aspects of personnel's work. 



At present, however, this sort of training is very rare. Generally speaking, the educa-
tional backgrounds and past training of personnel are limited to technoscientific areas 
and are lacking in exposure to interdisciplinary approaches and the consideration of 
values. Little or no environmental training is given to those whose primary respon-
sibilities are not in the area of the environment but whose actions have a very significant 
effect. There are few attempts, for example, to include environmental management in 
the professional training of middle-level government officials and businessmen in 
developing countries. Since they are frequently responsible for the implementation of 
development projects, it is very important that they receive such training. 

The need for environmental administration and training is increasingly recognised in 
developing countries, where it has unfortunately become only too clear that rapid 
development can cause serious environmental damage. Industrial and infrastructural 
development that occurred over the course of many decades in developed countries is 
being telescoped into a few short years in many Third World countries. The potential 
for development-related environmental destruction is thus extremely high. At the same 
time, the development efforts of many countries are being slowed or compromised by 
lack of conservation. In South-East Asia, to take one example, excessive clearing of 
forests has caused fluctuations in river flow that are lowering rice yields. Throughout 
the developing world the lifetimes of hydroelectric power stations and water supply 
systems are being cut as reservoirs silt up - because siltation is accelerated by 
deforestation, overgrazing and other unwise land uses. 4  

Developing countries are by no means unique, however, in having development-
related environmental problems. Developed countries suffer from similar problems 
when, as in developing countries, personnel fail to take account of complex interrela-
tionships and important environmental values. There is a need for training program-
mes everywhere to adopt more comprehensive approaches along the lines indicated in 
this guide. 

It is the aim of this guide to assist in establishing and carrying out training program-
mes which address the above problems and which are relevant to a wide range of coun-
tries and situations. It provides: 
1.a justification and rationale to policy makers and training officials for establishing 

EAIST, and 
2. a resource guide and source of ideas and techniques for planning and conducting 

EAIST. 

The first two chapters examine the need for improved and expanded in-service train-
ing for environmental administration, as well as the training needs of the personnel in-
volved. Chapters Ill-V explore in some depth three important aspects of environmental 
administration: values, interdisciplinary approaches, and public participation. Train-
ing in these three areas is considered in some detail. The final chapter examines the use 
of case studies in training. 
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CHAPTER I 
In-service training 

This chapter explains what training in environmental administration means in the context of this 
guide, and why it is so important. The present situation with regard to environmental training is 
described, and recommendations are made for expanding and improving training. The mechanics of 
establishing training in environmental administration are then considered: problems and priorities are 
discussed and ways of organizing the training are suggested. The emphasis on short-term, in-service 
training as opposed to long-term training is explained. 

In-service training - the present situation, the limitations of current 
training, what is required 

I n-service training can be defined as the systematic effort to develop and improve the 
job-related skills and performance of personnel employed in an organization or agency. 
Most in-service training is at present geared to short-term objectives, principally the 

acquisition of skills required by the trainee for his or her current job, in the current 
situation. From the agency's point of view, training objectives are usually to acquire; 
new knowledge, certain skills, and certain attitudes (generally attitudes which reflect 
the agency's philosophy and policies). Many personnel, on the other hand, see training 
in terms of their own career development and promotion prospects, often looking on it 
as a reward. Ideally, training should provide both for the agency's need, i.e. for 
practically-oriented training for skills currently required, and for the wider, longer-
term perspective of many trainees. A training programme should also take account of 
the wider context of the agency's activities - its relationships with other organizations, 
for example. 

Shortcomings of present training 
Fulfilling the standard objectives of training as they are listed above rarely 

guarantees, however, satisfactory training in the skills required for effective judgernents 
and decision making in environmental administration. The attitudes acquired under 
standard training are often oriented towards narrow economic or developmental goals, 
rather than towards environmental values and broad, long-term considerations. 

In training programmes agencies usually concentrate (understandably) on their own 
areas of interest. Indeed some agencies are so closely associated with economic and 
developmental concerns that there may be automatic resistance to environmental train-
ing that does not conform with these concerns. The problem is made worse by the fact 
that much in-service training is conducted 'in-house', i.e. agency personnel train other 
personnel with little or no input from outside. Consequently, there is a tendency to 
form a 'closed system' of indoctrination and reinforcement of agency views and values. 



Such training can also reinforce and increase the isolation of a given agency: person-
nel are trained to think and make decisions in terms of existing agency values and in-
terests. As this pattern is repeated, the same values and the same restricted perspective 
are perpetuated, with the result that the agency may not be aware of or responsive to 
the wider values and interests of society at large. 

Another limiting aspect of current training programmes is the overwhelming em-
phasis on technological and procedural aspects. This over-concern with techniques, 
skills, procedures and methods is continually reinforced by the technoscientific 
specialisation of the instructors (and of the trainees) and the well-established 
bureaucratic routines by which the agency runs. Too great an emphasis on techniques, 
however, detracts from the consideration of values. 

This tendency to concentrate on techniques is found in both training and in opera-
tion, and leads to the situation where technical feasibility becomes the governing 
criterion for choice in development and conservation affairs, to the exclusion of impor-
tant but less tractable environmental and social criteria. Yet these factors frequently 
contribute to the problems to which the agencies address themselves, and any solution 
that does not consider them is unlikely to be successful in the long term. Technoscien-
tific solutions may be necessary, but they are rarely sufficient on their own. As the 
Tbilisi Final Report notes: 

Science and technology can no doubt provide or contribute to solutions to the problems which they 
may in fact have helped to cause. Nevertheless, the solutions sought should not be short-term ones, 
nor too narrowly conceived. In many cases, solutions have to take into account the social and 
cultural factors which are so often at the root of such problems. What is necessary is a 
re-examination of the complex and delicate relationships between people and their environment, so 
that they can begin to pursue environmentally sound development. 

What is required 
There is therefore an urgent need for environmental training programmes that 

encourage personnel to develop the broad perspectives, the awareness of values, and the 
appropriate skills to deal with these complex interrelationships, so that they are in a 
position to make choices or to propose solutions that take full account of non-
quantifiable costs and benefits. The previous training of most environmental personnel 
is largely technical and/or scientific, and they cannot fairly be expected to give adequate 
weight to non-technical considerations in their policy and decision making unless they 
receive intensive exposure to these considerations in their environmental training. The 
holistic, interdisciplinary and value-based approach of EAIST fulfils these 
requirements. 

The Tbilisi Final Report recommends the following training for professionals: 

1.in-depth supplementary and in-service training, or continuing education programmes, which enable 
them to relate more adequately to each other on an interdisciplinary basis; and 

2. post-graduate programmes for people already specialised in some disciplines. It is considered that a 
problem-solving approach on an integrated multidisciplinar) team basis is an effective method of 
training, since it develops professionals who, while retaining their original expertise, acquire an 
interdisciplinary training and ability to work as members of interdisciplinary teams. 6 

EAIST can provide an effective, economical and practical means of implementing 
these recommendations. It is flexible and can be adapted to a variety of agencies, 
organizations, and personnel. 
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Improving existing training programmes 
The obvious way to avoid some of the problems and disadvantages of in-house train-

ing is to arrange interagency training programmes in which both the participants and 
the instructors are drawn from a number of different organizations and agencies. (A 
more limited approach that is commonly used is to conduct training in-house, and in-
vite outside speakers to contribute to one or more sessions of the training programme.) 

Interagency training programmes enable the instructors to make use of a much wider 
range of expertise and resources, and expose personnel taking part to different ap-
proaches and perspectives. The benefits are twofold; the perspectives and value bases of 
personnel are widened and the interaction helps to improve communication and coor-
dination amongst agencies, thus contributing to the integration of their operations (this 
theme is developed further on page 00). 

Environmental administration encompasses a range of disciplines, represented 'on 
the ground' by a variety of agencies with different, but interrelated and often overlapp-
ing responsibilities. The interdisciplinary nature of EAIST means that it is particularly 
suited to an interagency approach. To be effective, any interagency training pro-
gramme needs a coordinating focus, and in training for environmental administration 
it is environmental values which provide this. 

Of course, in-house, single-agency training programmes also have certain advan-
tages. These include the following: 

they are simpler to organize; 
they enable an agency to focus on agency-specific skills and abilities it wishes to 
develop among its personnel (N. B. This is the other side of one argument already put 
forward against in-house training. In some situations, such agency-oriented training 
may be appropriate); 
there are financial savings to the agency in using its own training programme and 
facilities; and 
personnel may accept such training more readily because they can see a direct con-
nection with their daily work. 

In some circumstances, these considerations may over-ride others and outweigh the 
disadvantages of single-agency training. 

Organizing EAIST - priorities, problems, and recommendations 
Priorities 

Priority should be given to the training of those who dominate decision making, i.e. 
senior personnel. Environmental training at managerial level has been neglected to 
date, with serious consequences. As a USAID report on Environmental and Natural 
Resource Management in Developing Countries states, 

Human resources at the managerial and decision-making levels have generally been overlooked in 
the design of environmental training programmes. It is a neglect that has had serious adverse 
implications for the quality of environmental and natural resource programmes in developing 
countries. ... Managers at the highest levels of government must have a sufficiently detailed 
grasp of environmental and resource issues to know whether data and projections put forth in 
support of proposals are adequate, whether they address all relevant concerns, and whether they are 
reliable. 
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Much of the success or failure of the WCS will depend on decisions made by senior 
personnel over the next few years. Dr David Munro, past Director General of the Inter-
national Union for Conservation of Nature and Natural Resources (IUCN), has said, 
"Although they would be harder to influence, a great deal could be accomplished by 
facilitating environmental training programmes which reach officials in the senior 
ranks. With ten, fifteen or more years of experience, these individuals will be making 
the key decisions for the present and immediate future." 

Problems 
Any training programme faces a number of problems, especially a) financial, and 

b) the availability of personnel for training (time). There are further difficulties peculiar 
to interagency training, which also occur in other areas of interagency co-operation. 

These include: 

conflicts between different agencies' ideologies and policies; 
conflicts over leadership, arising from personality differences; 
practical problems of cost-sharing; and 
practical problems of organization arising from time constraints. 

Time, or the lack of it, is particularly a problem with senior personnel. It is therefore 
advisable, especially with a relatively new area of training like environmental ad-
ministration, to limit an initial training course to a three-day period. Senior personnel 
are far more likely to find the time for a short course than for a long one. In some cases 
it may be possible for the instructor(s) to travel to the trainees, saving personnel time 
and money. This also has other advantages, in that 'on the spot' training may be more 
easily seen to be relevant to the current work situation. Sometimes the distancing of 
personnel from their normal work environment is valuable in itself, however. Usually, 
some or all of the trainees will have to travel elsewhere for training. 

As regards funding, interagency training programmes normally cost more to run 
than conventional in-house ones. Because of the unusual nature and special needs of 
EAIST, financial support should be sought from a variety of sources - international 
organizations, private trusts and foundations, professional societies - as well as from 
the agencies concerned. An essential part of training is its evaluation. Benefits are often 
hard to identify, especially so with training of a general nature like environmental ad-
ministration. Allowances should be made for this by those responsible for allocating 
funds. 

There are therefore genuine grounds for resistance to introducing interagency train-
ing. However, the temptation to continue with inappropriate training for reasons of 
economy or expedience must be overcome. Administrative support and encouragement 
from government and from the higher levels of the agencies themselves is vital. In most 
organizations training generally has a low status and is regarded as one of the first items 
of expenditure to be cut back in times of austerity. Training in environmental ad-
ministration is, however, too important to be neglected; active promotion and support 
from outside will help ensure it receives the priority it deserves. 

Preferred organization and recommendations 
The essence of good EAIST is to use a holistic, interdisciplinary approach with the 

emphasis on values. The best way to attain this is to organize training on an interagen-
cy basis and to ensure that both generalist and specialist personnel take part. 
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Broadly speaking, generalists tend to be responsible for policy and decision making, 
and specialists responsible for providing the information and advice on which these are 
based. While training can be carried out on a single agency basis, and with just 
generalists or specialists taking part, under these circumstances it will be far less easy to 
achieve the interdisciplinary orientation and encompass the range of values necessary 
for good EAIST. 

The key is to draw on the variety and diversity of the disciplines, agencies and 
organizations represented by the participants. This approach is advocated in the Tbilisi 
Final Report which speaks of the "spontaneous integration of different disciplines and 
different ways of thinking in a joint experience directed toward the solution of en-
vironmental problems' '8 

The exchange and integration of views among specialist and generalist personnel is 
also of major benefit. There is frequently conflict between the two groups but contact 
during training reduces conflict and improves mutual understanding and co-operation. 

The following general guidelines for training are very relevant to EAIST: 

Essential to the success of training is the serious commitment of the agency head. 
For maximum co-operation and commitment from trainees, it is essential that they 
fully understand and appreciate the purpose of their training. They should be given 
ample opportunity beforehand to ask questions and voice doubts they may have, and 
should be encouraged to participate in both the design and implementation of the 
training. 
Training programmes should remain flexible so that they are capable of responding 
to newly discovered needs or demands of the target audience. This can be done 
without undermining the original goals of the programme. 9  

The exact form of the training programme will vary according to the needs of a par-
ticular group: their background and experience; their present jobs, and the skills and 
knowledge required of them in those jobs; and also, where possible, some awareness of 
their likely career development and the demands that are likely to be made of them in 
the future. Training needs will be assessed primarily by the employers, but the views, 
aspirations and needs as perceived by the trainees should be taken into account and ac-
commOdated as far as possible. This will not only make the trainees more receptive to 
the training offered, but will help to widen its scope. 

Usually, training will consist of a combination of formal lectures, informal seminars 
and workshops, field visits and practical exercises. This last will include simulation 
games, group projects and case studies (see Chapter 6). 

Instructors 

Instructors for EAIST can be selected from a variety of sources, both within and out-
side government, including the various agencies taking part. In some countries there 
are National Institutes of Public Administration which can provide lecturers, govern-
ment training officers, universities, and consultants in the private sector are other 
sources. Some of the instructors should not be scientists or technical specialists, but 
generalists, including those trained or experienced in the social sciences, such as 
sociology, psychology and anthropology, whose perspectives on environmental pro-
blems are different. 

The instructors' aim should be not to push their own particular area of interest as be-
ing the most important, but rather to demonstrate to the trainees that there are a 
number of different ways of looking at a given situation, and to guide them in identify-
ing the premises and values that underly these different views. They should present 
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themselves in a supportive role. Any perception on the part of agency personnel that in-
structors are there to 'shake things up' will lead to anxiety and resistance and may 
defeat the purpose of the programme. 

Instructors who are outsiders should familiarise themselves with the structure and 
organization of the agency before the training is designed or carried out. This enables 
them to be sensitive and responsive to the agency's history, customs, problems, and 
needs. It is hoped that this guide will be helpful to those who are asked to act as instruc-
tors for EAIST. 
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CHAPTER II 
Training needs of personnel 

This chapter focuses on the different categories of personnel who may require training in environmental 
administration - their professional characteristics, and their particular needs and problems. The 
nature and roles of generalist and specialist staff are discussed and compared. The relationships be-
tween the two are examined, and the role of EAIST in reducing conflicts is discussed. 

P rofessional personnel working in the field of environmental administration can be 
divided, broadly speaking, into two categories, generalists and specialists. 

Generalist staff are those in managerial or policy-making positions which may in-
volve the administration of several areas. Specialist personnel are in positions which 
require the use of their expertise in a particular specialist field, e.g. soil science, 
forestry, or wildlife management. In practice, of course, there is no rigid distinction 
between the two groups: many generalists retain some specialist responsibilities (e.g. 
a hydrologist may administer the water division of an agency while continuing 
research on development work), and many staff who are primarily specialists have 
administrative and managerial responsibilities (e.g., a wildlife manager may have 
responsibility for other staff and for the administration of a protected wildlife area). 

In some cases non-professional personnel are also involved in environmental ad-
ministration. This is frequently true of technicians, non-professional personnel who 
have been trained for a short period and whose technical skills are used to service and 
support the work of higher level staff. In many situations, however, a shortage of pro-
fessional personnel and other staffing arrangements will mean that technicians have 
responsibilities normally associated with professional personnel, such as the collection 
and analysis of data, and management activities. In such cases, their activities and deci-
sions are comparable to those of professional personnel. This situation frequently oc-
curs in field locations, where 'technicians' may be employed as wildlife managers, park 
managers, foresters, and so on, and may be involved in environmental administration 
of living resources over large areas. Such technicians should be included in en-
vironmental administration training programmes. - 

The majority of generalist and specialist personnel have usually had formal profes-
sional education in a scientific or technological field such as biology, engineering, 
forestry, wildlife management, etc., and for training purposes a technoscientific 
background can generally be assumed. It is recommended that both generalists and 
specialists be combined in EAIST. It is helpful, however, to examine separately the 
characteristics and training needs of the two categories. 
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Generalist personnel 
The WCS defines generalists as 'individuals with a broad grasp of the theory and 

practice of conservation - either within a sector or cross-sectorally - and with an 
overall understanding of the various disciplines involved.' 10  

Generalists usually begin their careers with an agency as specialists and, by moving 
upwards through the agency's hierarchy, end up in generalist positions. It quite often 
used to be the case, particularly in Europe, that many generalists did not have a 
technoscientific background. Instead, their training was in one of a number of non-
technical fields such as law, economics, or history. This situation is changing rapidly, 
however, and among agencies and organizations with a scientific or technological orien-
tation (which means most of those involved in environmental affairs) there are few op-
portunities for personnel without scientific or technical training to become generalists. 

Thus generalists normally begin their careers with similar educational and profes-
sional qualifications to specialists, and entry requirements are based on these, rather 
than on experience and qualifications that may be required for their future positions 
within the agency. They move on to positions where their work involves decision mak-
ing and management of people rather than activities strictly related to their own 
specialist area (frequently they become administrators of specialists). There is often 
nothing in their previous training, however, to equip them for their new role as 
generalists. Past competence in a particular technoscientific field does not necessarily 
guarantee competence in a generalised administrative role dealing with complex social, 
political, economic, and environmental values and relationships. All-round competence 
for generalists requires knowledge, understanding and analysis of these wider aspects 
for effective decision making on issues affecting the agency and its relationships with 
others. Change and ever-increasing complexities in technology and society add even 
greater dimensions and responsibilities to the generalist's role. Exposure to only 
technoscientific subjects in formal education, together with early career experience as a 
specialist are clearly not adequate to meet the full range of these responsibilities. 

Shortcomings of specialists in generalist roles 
Many generalists still operate on the basis of the assumptions and premises of their 

earlier roles as specialists, i.e. they continue to behave as though they were still 
foresters, engineers, or whatever. The contemporary high regard for scientific and 
technical expertise confers respect on environmental personnel by virtue of their profes-
sional specialisation (as forester, wildlife manager, etc.). But complications arise when 
specialist personnel reach generalist or administrative levels where they are expected to 
make, or have a say in, decisions determining the 'public interest' in terms of conserva-
tion and development. 

Their decisions are no longer of a professional, specialised, and technoscientific 
nature, but are increasingly fundamentally value judgements. They may still claim the 
respect, detachment, and neutrality associated with their profession (its 'image'), while 
actually making value judgements and decisions which go way beyond its legitimate 
scope. 'Professionalism' (identification with a particular profession) can be a dominant 
as well as a restricting force in environmental administration. 

Generalists with specialist backgrounds who work in specialist agencies are usually 
good at furthering the objectives of the agency, gaining support for its programmes and 
so on, but their own limitations mean that this work often proceeds at the expense of 
wider considerations - for example, resource protection when the agency is mainly 
concerned with exploitation of the resource (say, wildlife). 



Further, the technoscientific professional image of the majority of managers in en-
vironmental administration gives them the status of 'experts' whom the public do not 
feel authorised to question or criticise. Their actions are thus far less subject to public 
scrutiny than those of managers in 'lay' areas such as housing or education. Conse-
quently, environmental administrators are more isolated from the issues and values the 
public see as important, and less likely to take them into account sufficiently in their 
decision making. This usually results from isolation and lack of exposure to the public, 
rather than from a conspiracy to avoid public involvement. (Chapter V deals with the 
role of public participation in environmental administration.) For good or ill, lack of 
public accountability allows the technoscientific administrator far greater flexibility and 
scope in his actions. This extends to giving him a major input into decisions as to whether 
a project should be undertaken. 11  

Whatever the shortcomings of his background and training, in practice the role of the 
generalist is to make judgments and decisions that involve values. Many of the values 
that should be considered lie outside the immediate interests of the agency and relate to 
the broader public interest. The generalist himself is often only aware, of a restricted 
range of values, however, these may be further constrained by pressure from vested in-
terests both inside and outside the agency. Furthermore, unacknowledged and 
therefore unscrutinised values held by the administrator will influence his decision mak-
ing. Under these circumstances it is impossible for the generalist to perform his true 
function properly. 

There is thus a need for special training to equip generalists who have technoscien-
tific backgrounds with appropriate knowledge and skills. Specifically, they require ex-
posure to the humanities and social sciences, through value-oriented as opposed to 
technically oriented approaches. EAIST provides such experience. 

Specialist personnel 

How specialists operate in their work 
In order to understand why special training for environmental administration is 

necessary, and what form it should take, it is helpful to consider in some detail exactly 
how specialists operate, i.e. what it is that determines their views, values, and ultimate-
ly, their actions. 

Their actions may be said to stem from three 'conceptual frameworks', or value 
systems, which are distinct though interrelated. 

First, they have a professional conceptual framework based on their own specialism. This 
encompasses the principles of the specialism, its theories, methodology, and ter-
minology. There is no one technoscientific conceptual framework that applies to all 
disciplines, but one for each. And there are subdivisions too within wide-ranging 
disciplines such as forestry, where the various different aspects such as timber, recrea-
tion, soil, and forest ecology have different conceptual frameworks. 

While education is the principal agent in establishing the professional conceptual 
framework, it is reinforced by professionalism and by professional societies. For exam-
ple, if one is trained and working in forestry or engineering, one 'thinks' like a profes-
sional forester or engineer. Many professional societies are oriented along fairly narrow 
lines, often economic ones - the American Society of Foresters, for example, is 
oriented towards timber rather than towards other forest products - and they exert and 
impose varying degrees of influence and conformity on the members of a given profes-
sion. 
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Secondly, all individuals have a personal conceptual framework. This is the individual's 
value system and personal view of the world, influenced by his or her personal ex-
periences and relationships. All individuals constantly, and usually unconsciously, 
make value judgements which are based on personal perspectives. These, of course, 
vary enormously from one person to another. Thus, two specialists in the same field 
holding similar positions in the same agency may have different approaches to the same 
problem, and arrive at different conclusions because their personal conceptual 
frameworks differ. Thus personal conceptual frameworks can play a significant part in 
professional decision making. 

Thirdly, specialists develop an agency conceptual framework, prescribed by the policies, 
programmes, values and overall philosophy of the agency for which they work. For ex-
ample, a wildlife manager with a National Park agency will develop a different agency 
conceptual framework from one with an agency primarily concerned with hunting 
game species. Agency conceptual frameworks are arrived at both by indoctrination and 
by active internalisation of agency values, i.e. learning to think in agency terms. The 
strength of the conceptual framework will depend on the individual's commitment to 
the agency, but all specialists develop it to some extent, merely through carrying out 
their day-to-day tasks. 

Agency conceptual frameworks can have very real effects on specialists' perceptions 
and ultimately on their work. To take one example, in Rocky Mountain National Park, 
USA, population surveys to determine the extent of overpopulation by elk and deer, 
carried out by National Park specialists, tended to produce conservative estimates. 
Federal and regional wildlife specialists, on the other hand, came up with higher 
population estimates and made stronger recommendations which resulted in action be-
ing taken to reduce the populations. 12  

As one might expect, these three conceptual frameworks do not operate in isolation. 
There is overlap, interaction, and frequently conflict between them. The specialist fac-
ed with a situation in which his loyalties are divided will often turn to the values of his 
professional (specialist) conceptual framework, in his anxiety to project an objective, 
'professional', value-free image. At the same time, there are pressures on personnel in 
most agencies to conform to the agency's own value position, i.e. to the agency concep-
tual framework. The reward systems of agencies and considerations ofjob security tend 
to discourage personnel from advancing views which might involve conflict with their 
employers, now or in the future. - 

It should be noted that these considerations apply equally to generalists, who also 
operate according to these conceptual frameworks. However, it is more widely 
recognised that generalists are continually making value judgments in their work, 
whereas with specialists, the process is not so obvious; they see themselves, and tend to 
be seen, as providing neutral, impartial information and advice, while this is often far 
from the case. Value considerations in fact permeate the entire range of activities of 
specialists in their day-to-day work, from the selection (choice) of problems for study, 
through the choice of methods of study and data collection, to the way in which the data 
is analysed and interpreted. Therefore 'objective', 'professional', 'scientific' conclu-
sions and recommendations are as value-laden, albeit less obviously, as overtly subjec-
tive ones. 

Some specialists in environmental administration spend most of their time studying, 
researching or managing some aspect of living or non-living resources, in line with their 
own specialist professional training. As already stated, however, many have wider 
responsibilities, and much of their work is related to the social and value aspects of their 
specialist role. This is particularly true of specialists who are primarily resource 
managers (e.g. wildlife or water managers), much of whose work consists of deciding 
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the degree of utilisation, protection or regulation of the resource, i.e. deciding what 
others may or may not do with a resource. Thus, specialists should also be aware of the 
value implications of their role as managers. 

Training programmes in environmental administration need to be aware of the ways 
in which values influence the work of specialists through the different conceptual 
frameworks. Through exploration and discussion of these ideas, specialist personnel 
will become more aware of the various factors that influence their decisions. They can 
then make more informed choices with regard to how they carry out their work and 
what work they do, and will be more aware of the implications of their decisions. 
Through such training they can be encouraged to be more receptive to environmental 
and WCS values and to promote them actively in their work. 

Relationships between generalist and specialist personnel 
A major purpose of having mixed training groups of generalist and specialist person-

nel is to enable the professional relationships of the two groups to be explored, with a 
view to improving mutual understanding, communication and co-operation, and to 
reducing conflicts. 

Traditionally in public administration, generalist personnel are in managerial posi-
tions, exercising authority over other staff, including the specialist personnel who pro-
vide the advisory and support services. But in many modern organizations, specialists 
are in positions of considerable power and influence because managers are ever more 
dependent on their specialised knowledge and skills to provide the up-to-date informa-
tion, advice and recommendations needed for policy and decision making. 

The two groups are clearly mutually dependent, and a good working relationship is 
essential for good environmental administration. However, there is often a good deal of 
conflict between them resulting from poor communication. There may be several 
reasons for this: 

Some specialists, especially those who are research-oriented, may be unwilling to 
commit themselves to a particular position and to make concrete recommendations 
when asked to do so, because they think they have inadequate information on which 
to base recommendations. There is a well-known tendency among specialists to ask 
for more time for study whenever an answer is needed. 13  

If and when they do commit themselves, specialists often make recommendations 
which are essentially conservative, in the sense of involving least change and, by im-
plication, least risk. 

These positions are entirely understandable in that our present knowledge and 
understanding of ecosystems is far from complete, and our ability to predict the out-
come of interference with natural ecosystems is extremely limited. However, 

Such a lack of knowledge often causes difficulties between policy makers and resource managers on 
the one hand and the ecologists and other scientists that advise them on the other. The former 
expect a clarity and precision of advice that is premature (and if attempted, may well make the 
advice wrong); the latter cannot avoid stressing the real and important uncertainties that exist. 14 

It is generally not possible for the manager to await the results of a lengthy research 
programme - assuming there are funds available for the research - before making a 
decision on some conservation or development project. He finds the delay and uncer-
tainty frustrating and far from helpful in his decision making. His own technoscientific 
education, with its emphasis on facts and results, leads him to expect unambiguous 
answers and recommendations from his specialist advisers. 
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The specialists, on the other hand, are right to be cautious; past experience of en-
vironmental damage resulting from developments carried through with inadequate 
knowledge of the likely effects suggests that we should be more cautious in our approach 
to change. As the WCS points out, 

Governments and resource users are scarcely ever in a position to defer action pending the outcome 
of a protracted research programme. Yet action based on inadequate knowledge carries a grave risk 
that it will fail or be unnecessarily destructive. Unacceptable consequences or lack of knowledge are 
best avoided (as far as possible) by good planning and management, so that development activities 
can be so located and conducted that risk is reduced. 15 

As previously mentioned, specialists may avoid making recommendations that 
conflict with the vested interests of the agency that employs them. 

A major obstacle to effective communication between generalists and specialists lies 
in the relatively narrow professional education of most specialists. This does not 
prepare them for the value conflicts and uncertainties involved in a comprehensive, 
truly interdisciplinary approach to environmental administration. They may find 
these problems too difficult to cope with and 'retreat' to the safety of a narrow, 
strictly 'professional' approach. Unaware that they are in fact operating from a base 
of three (at least) different conceptual frameworks or value systems, they present 
their advice to the manager as being purely professional and therefore objective and 
value-free. 

Further problems for generalists include: reconciling conflicting and competing 
demands made by specialists representing different areas of concern e.g. demands for 
public recreation and wildlife protection; resolving conflicting conclusions and 
recommendations made by similarly-orientated specialists studying the same 
problem. (This can arise from differences in the individual and agency conceptual 
frameworks of the specialists concerned, and the outcome will depend to some extent 
on the generalist's own conceptual frameworks.) 

In the final analysis, generalists have the overall responsibility for synthesising and 
resolving the views presented by specialists. Problems of relationships between the two 
groups make the former's job harder and can have adverse effects on the quality of his 
decision making: where pressure of time puts constraints on decision making, managers 
may give the views of some specialists more weight for the wrong reasons. Crisis 
decision making is rarely satisfactory. 

Conflict can in fact have positive results if the problem is seen and dealt with when it 
occurs, through recognising the different perspectives of the personnel involved. 
Conflict must neither be suppressed in the hope that it will go away if ignored, nor left 
to someone at the top to resolve. This is no solution since senior officials are unlikely to 
have adequate information to arbitrate, and the expertise and contribution of those 
most closely involved is likely to be ignored. 

Training programmes can improve relationships and co-operation between 
generalists and specialists, reducing conflicts by making management more research-
oriented and research more management-oriented, as is recommended in the WCS. 16  
This can be achieved by the following means: 

1. by ensuring the participation of both generalist and specialist personnel in the same 
training programmes; 
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by highlighting the role of environmental and social values in decision making for en-
vironmental administration, and the contributions of both specialists and generalists 
to this; 

by promoting integrated decision making based on a holistic and interdisciplinary 
approach; and 

by treating conflicts in a positive way, by discussing them - and the different 
perspectives that contribute to them - so that generalists and specialists can learn 
from each other. 
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CHAPTER III 
Values: their role in 

environmental administration 

In this chapter, the role of values and value judgements in decision making and in other aspects of en-
vironmental administration is considered. It is argued that values inevitably and rightly play a central 
role in decision making, whether or not this process is conscious. It is therefore vital that personnel be 
aware of their own value base and the values underlying the positions held by others. They will then be 
in a position to evaluate alternative proposals in terms of these values and to make choices in favour of 
those proposals which accord with the values of the WCS (or other desired goal). 

T he values of particular concern to conservation and development are identified. 
Training in three distinct but interrelated areas - value awareness, value change, 

and value clarification - is discussed. Finally, training is discussed with reference both 
to decision making and to environmental administration in situations where a number 
of different agencies or organizations are involved. 

Values are an essential part of the governmental process because they strongly in-
fluence the objectives that individuals pursue and the means they select for achieving 
those objectives. Solutions to problems and conflicts require sacrificing some values to 
others (trade-offs and compromises). It would therefore be neither realistic nor right to 
ask personnel to act in a value-neutral way. Indeed, some authorities argue that person-
nel should practice 'positive discrimination' in favour of those values they consider to 
be under-represented or excluded from consideration. These are most often en-
vironmental and social values. 17  However, bearing in mind the background and con-
ventional training of generalists and specialists discussed in Chapter II, it is ques-
tionable whether the value base of most environmental administration personnel is suf-
ficiently broad for them to give adequate attention to social, environmental and WCS 
values in their judgements and decision making. 

The acquisition and assimilation of environmental values of course requires previous 
exposure to such values. At present, the exposure of personnel to environmental and 
social values is largely informal and somewhat haphazard: they may acquire such 
values through reading and personal experience, and to some extent through their for-
mal education. But these sources cannot be relied on to have provided adequate ex-
posure to environmental values, and most current in-service training programmes do 
not rectify this deficiency, because of their limited, agency-oriented objectives (discuss-
ed in Chapter I). Thus EAIST must focus on environmental, social, and WCS values, 
to ensure that personnel are in a position to uphold and actively promote them. 

In order to ensure a common basis for discussion of values, a broad measure of agree-
ment as to what values are should first be established. They are difficult to define, 
analyse and evaluate, but the following gives a brief outline. 
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Values deal with what is considered important or desirable. They may include 
judgements as to what is good or bad, and right or wrong. Some may be described as 
moral values. There are values associated with goals, objectives, and traditions: these 
may be explicit and obvious, or implicit (implied). 

Values produce behaviour. They arise from attitudes (a state of mind or feeling) which 
represent a behavioural disposition (tendency) towards a given object or factor. At-
titudes, in turn, are produced by beliefs associated with the object or factor. 18  This pro-
cess is shown in the diagram below. 

Values change over time as beliefs and perceptions change in response to changing 
situations, experience, etc. Frequently this involves a shift in priorities. 

Conservation and development values in environmental administration 

There are four areas of values of special concern to environmental administration. 

Ecological values 

Ecology is the study of all living things (including man), their relationships with each 
other and with the living and non-living environment. The ecological concepts of inter-
relationships and interdependence provide a central theme for environmental ad-
ministration. At any given time and place a complex web of interrelations and in-
terdependencies exists, fundamental to present and future life. For example, water 
resources cannot be manipulated without affecting associated human, animal and plant 
life, as well as a host of ecological subsystems. To hold ecological values means to act to 
maintain the complex ecosystems on which all life depends. Ecological values should 
therefore play a central role in judgements and decision making by environmental ad-
ministrators. 

The environmental public interest 
Personnel and governments generally aim towards meeting the 'public interest' in 

their decisions. The public interest is an abstract concept which refers to the common 
interests of the public, evaluated in terms of costs and benefits, on a long-term basis. 
But interpretation of 'the public interest' may differ from one interest group or sector of 
the public to another. Value standards applied by public administrators may not be 
those envisaged by one or more sectors of the public. Further, administrators may have 
different interpretations of what is 'best' or 'good' for the overall interest of the public, 
in both the short and long term. 

Future generations 

Related to the environmental public interest is concern for future generations. Many 
living resources, for example, are highly sensitive and may suffer irreversible damage, 
even extinction, if removed or reduced. Hence they would not be available to future 
generations, thereby removing certain options. At the same time, it is difficult to an-
ticipate the value systems and needs of future generations in current and immediate 
decision making. However, concern for future generations of human and other life is an 
essential responsibility of personnel involved in environmental administration. 
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Figure 1 
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Quality of 4fe 
Many values and considerations important in conservation and development pertain 

to aspects of the environment which are not directly quantifiable and which cannot be 
assigned monetary values. (Examples are wildlife, amenity, and scenery.) Such 
qualitative values have psychological and indirect benefits which are associated with 
aesthetic, scientific, historical, recreational, and other aspects of the natural environ-
ment, all of which greatly contribute to the quality of human life. There are real dif-
ficulties associated with giving proper weight to these values. But unless it is done by 
some means or other, values that are more easily described and measured, such as 
board feet of timber or tons of a given mineral, will be given undue emphasis. 

Personnel will vary in their awareness of these values, of course, but it would be 
wrong to assume that their awareness necessarily increases with increasing experience 
and responsibilities. One pitfall to be avoided is that of paying only 'lip service' to en-
vironmental values; making general statements of the need for conservation and 'har-
mony between man and nature', and giving the appearance of considering en-
vironmental values while in fact paying very little attention to them. This is an easy trap 
to fall into because in such a complex area there can be no one right answer, and 
because people have different interpretations of 'environmental values' and give dif-
ferent weight to different aspects. Thus there is no one definitive environmental value 
to be applied in all situations. The fact that different interpretations can be made pro-
vides an excuse for environmental values to be pushed aside and given less considera-
tion than is rightful, in the face of pressures from other interests or because of 'special 
circumstances'. 

Both conservation and development involve value judgements and decisions regar-
ding the human use of living resources. Both are for people. Development is oriented 
towards achieving human goals (values) through use of the biosphere, whereas conser-
vation is oriented towards ensuring that such use can continue. Both conservation and 
development involve human goals or values and use for present and future generations. 

However, these values, and subsequent activities based on them, may often be in 
conflict. A vital challenge and mandate for personnel is to integrate conservation and 
development in their judgements and decisions, thereby making possible the attain-
ment of the goal of the WCS - living resource conservation for sustainable develop-
ment. Unless living resources are conserved, development cannot be sustained and 
there will be a loss of the living resource base available to and essential for the survival 
and well-being of future generations. EAIST can contribute significantly towards 
meeting this challenge and mandate. 

Value training 
Training should be oriented towards the development and internalisation of a 'core' 

of values based on these four areas, specifically on conservation as defined in the WCS. 
This will provide personnel with a basic value framework for integrating conservation 
with development. The existence of such a 'core' of conservation values should also 
make it easier for personnel to develop 'anticipatory' environmental policies, i.e. 
policies which anticipate significant economic, social and ecological events rather than 
simply react to them. 

Value training largely consists of getting personnel to think in terms of values in their 
day-to-day activities. It involves developing the art of asking and answering the right 
questions. Value training involves exposure to new or hitherto neglected values. It 
needs to be in depth, not superficial, if new values are to be properly incorporated into 
the individual's value system. 

Rol 



Value awareness 
Value awareness means an awareness of the existence and role of values. The aims of 

value awareness training are: 

1.to make generalists and specialists more aware of the limits of their technical expertise; 
to teach them to distinguish between decisions that are largely technical and those 
that are largely value judgements; and 
to help them to identify when they are making value judgements or decisions that go 
beyond available technical knowledge or data, i.e. value judgements. 
Thus value awareness training can help establish demarcation lines between 

technical and value judgements, bringing value judgements into a much-needed 
sharper focus. This has great benefits in, for example, public participation activities 
(see Chapter V) where the public is no longer presented with values in the guise of facts. 

Value change 
Training in value change means looking at the actual values held by personnel, and 

changing or enlarging them as necessary. The aim of training in value change is to 
broaden the value base of personnel and open it up to values which are more in tune 
with long-term environmental and social goals as opposed to short-term, parochial 
ones. 

Value change occurs when existing values no longer satisfy or appear realistic to 
those that hold them. The adoption of new values can result from: 

exposure to new values; 
dissatisfaction with old ones which, for example, lack adequate factual basis or logical 
coherence; 
finding inconsistency between values currently held; and 
the emergence of 'latent' values in response to some threat or crisis. 
There is often considerable resistance to value change because of entrenched profes-

sional and agency conceptual frameworks (see Chapter II). Although many professions 
and agencies have shown increased receptivity to broader environmental and social 
values in recent years, traditional orientations and values are still predominant. This is 
especially true of senior personnel who are in key decision-making positions. 

Most value change occurs first at the level of the personal conceptual framework, so 
training should focus on the individual. Personnel can then influence others, both 
within and outside their professions, and initiate further value change. 

It is helpful to use innovative teaching methods such as self or group analysis to pro-
vide the opportunities, experiences and even inspiration necessary for value change. It 
is also highly desirable for training to be on an interagency basis, as this increases the 
diversity of participants and thus the range of value inputs, and decreases the tendency 
to conform to agency or professional values. A more open environment is created, with 
conditions more favourable to change. 

Special attention needs to be paid to values in the area of 'quality of life'. Problems of 
quantification, even of description and definition, put these values at a disadvantage 
and may lead to their neglect. Creative training and experience in this area is necessary 
to compensate for previous neglect, and can include field trips and audio-visual 
material that assists in describing and analysing qualitative values. Because of its sub-
jective and qualitative nature, training in this area is undoubtedly difficult, but it is too 
important to be neglected any longer. 
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Value clarification 

The aims of training in value clarification are: 

to make personnel clarify for themselves the values they actually hold with respect to 
the environment; the content of these values and how they affect decisions; and 

to develop skills in using values. 

Training involves considering alternatives in terms of personnel's values, i.e. their 
feelings towards each alternative, and the consequences of each alternative, before com-
ing to a decision and acting upon it. This process underlies all problem solving. An im-
portant function of the process is to help participants discover whether their stated value 
positions are in fact consistent with their actions. As Stapp states: 

Value clarification is of paramount importance in making rational environmental decisions every 
day of a person 's 4fe, and must be a basic part of every environmental education programme. 
Value clarification stimulates an individual to examine his behaviour by clarifying for himself his 
purpose, beliefs, attitudes, and other value indicators. It helps to alleviate and remove the 
inconsistencies that might exist in an individual's 4fe and encourages the development of a concept 
of 'self'. 19 

It must be recognised that value clarification is not a static state, to be achieved once 
and for all. It is a dynamic, ongoing process, to be continued as individuals' values and 
perceptions change. The dynamic nature of value clarification means that it can reveal 
trends, 'indicators' of value positions that are not (yet) fully developed or strong enough 
to influence decisions. Through value clarification training, personnel can learn to sort 
out such feelings and assess their importance, and decide whether a given value in-
dicator should influence judgement. Thus, by the identification and encouragement of 
new values, the process of value change can be speeded up. 

Personnel will experience some conflicts and difficult choices in value clarification 
training, just as they do in their work. But the more conflicts they resolve during the 
training process, the fewer they will have to deal with in their daily activities. It is essen-
tial that personnel are clear about what they actually do value, and then act consistently 
and publicly within that value system as they carry out their professional duties. What 
personnel value, and how they integrate these values into their professional lives, will 
greatly influence their concepts of conservation, development, and society. The clearer 
personnel are as to what they value, the more they will be able to choose and initiate 
courses of action consistent with what they believe in, and to act confidently and 
decisively. 20  

In training for value clarification it is important to provide an atmosphere of open-
ness, honesty, respect and acceptance. If participants feel that information they are ask-
ed to share about their values, attitudes and behaviour will be ridiculed or attacked by 
their peers or by the instructors, they will not share their thoughts and feelings openly 
and honestly. 

It is important that instructors first clarify their own values and that they participate 
in the valuing exercises and discussions. However, it may be wise for instructors to 
refrain from discussing their own values until participants have had a chance to state 
theirs. This should encourage a more open discussion and avoid the tendency of par-
ticipants to give the 'right' answer or to be inhibited from stating their own views. In-
structors must avoid inculcating their own values, even though these may be the 'right' 
ones in conservation and WCS terms; research has shown that indoctrination is not 



very effective in helping individuals to behave in a consistent way or to deal effectively 
with the conflicts that accompany most issues. 21  Value clarification should focus on the 
process of valuing rather than on the transmission of any 'right' set of values. 22  

Instructors can make good use of games and simulations, including role-playing, 
whereby participants in an environmental game assume the roles of planner, developer, 
conservationist, decision maker, etc. This helps personnel to gain a better perspective of 
an environmental issue, and to understand the ecological, economic and governmental 
systems involved. Some sophisticated games use computers to simulate the effects of 
alternative proposals. Such simulations enable trainees to practise carrying out the 
valuing process in reasonably realistic situations. 

These three aspects of value training - awareness, change, and clarification - are 
essential to effective judgments and decision making by personnel in environmental ad-
ministration. Though here presented for clarity as fairly distinct components of train-
ing, they are of course interrelated, and in practice are likely to be interwoven in train-
ing. What is important is that participants recognise the different elements and can 
distinguish between them. The benefits of training can be summarised as follows: 

Values which are often unacknowledged and unexamined are brought to light and 
discussed openly. 
The ambiguities and conflicts associated with conservation and development issues 
are clarified. 
The understanding, sensitivity, and perspective of participants with respect to these 
issues is enhanced. 
The bias of personnel towards their own agency's policies is reduced in favour of 
values associated with the public interest. 

Value training applied to decision making 

Values are important throughout the various stages of the decision-making process. 
They influence the way problems are defined, fact finding, the search for solutions, and 
the way these are presented. The recognition that a problem exists and requires action 
is itself a value assertion. The values of those who implement the decision are also rele-
vant, since they can have a significant effect on the shape of the final policy. Thus the 
values of both generalist and specialist personnel play a part in determining the out-
come of an issue. 

All three aspects of value training discussed above are involved in decision making, 
especially in the evaluation of alternatives. Direct choices between values are not usual-
ly made, but between options that differ in the extent to which they embody particular 
values, or in the emphasis placed on some values in relation to others. 

The decision-making process can be analysed in terms of values. One model which 
highlights the role of values consists of the following four stages: 

values - the identification and analysis of involved values and their conflicts; the ex-
amination of the value implications of alternatives and their consequences, as 
discussed above under value clarification; 
human interaction - analysing the values held by the different interest groups 
involved; 
power/authority - the struggle of these groups for influence and dominance in deci-
sion making; and 
decision or policy making a decision as to which values or interest groups to favour. 
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In practice, however, it is rare for the values under discussion to be clearly stated and 
examined in this way. Apart from the reasons already discussed, there are a number of 
pragmatic reasons. 

Firstly, decision making is often incremental in nature, i.e. it is a question of adding 
to existing precedent rather than starting completely from scratch. Conservation and 
development decisions are often about such things as allowing further development of 
mineral extraction in an area, adding to the network of national parks or protected 
areas in a country, or building a hydro-electric power plant based on a new dam. At 
other times, a decision has to be made about land use in a certain area. In this situation, 
the decision-making process tends to focus on detailed comparison of whatever pro-
posals are on offer, rather than on a fundamental appraisal of the situation and a deci-
sion as to what action is required. 

In either case, the fundamental issues are usually not raised, and the need for a com-
prehensive statement of the values underlying the proposals is avoided. These values 
are assumed, implicit in the present state of affairs, (e.g. the existence of so many mines, 
national parks, hydro-electric power plants already), and only the 'increment', or the 
differences between alternative proposals, has to be justified. Thus decision makers are 
often unable to explain the theories or values behind their decisions. 23  

Secondly, decision making in development and conservation is usually an ongoing 
process with few decisions which are final. More often, a series of decisions is made over 
time, as a result of new or related problems and consequences. In the process, the 
underlying values become clouded and lost, and certain value options (= alternatives) 
may be neglected or excluded from consideration as a result. 

Thirdly, much decision making is a group process, where a number of people, often 
representing disparate interests, have to arrive at a consensus of opinion, or at least a 
majority decision, as to what to do. This is frequently the situation in the field of conser-
vation and development. Total agreement is rare, and so decision makers must adopt 
an approach that allows for different views on a problem. This usually involves: 

searching for an alternative that satisfies each of the decision makers, although no 
one believes it is the ideal solution; 
accepting the first proposal to which no one strongly objects; 
avoiding pressing the search for basic values so far as to threaten cohesion and 
alliances. 24  

It implies that personnel may support the same proposal for different reasons 
(values), so that exposing the ultimate goals (values) of participants is likely to get in the 
way of reaching agreement. 

Clearly, decision making of this kind detracts from the consideration of underlying 
values. Compromise on 'lowest common denominator' solutions (1 and 2 above) ig-
nores the processes of value awareness, change, and clarification. If the assumptions 
and views of personnel and of the interested parties are not clearly stated and analysed 
in value terms, the decision-making process can only deal with values in an indirect and 
partial way. Value training is thus essential if the approach of decision makers is to be 
comprehensive. 

The importance of value training at all levels 
However well trained in value aspects they may be, higher level administrators 

(generalists) cannot reinstate values and alternatives discarded earlier in the decision-
making process, nor can they ask the right questions at the right time because of the 
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specialised nature of the problems under consideration, (a top policy maker or 
ministerial level official cannot be expected to know enough about a specific problem of 
range management, for example). 25  Further, the decisions high level administrators in 
government have to make cover a wide range of complex and important issues. They 
have to deal with conflict resolution on a scale much larger than that of a single agency. 
As a result, they are often restricted to and highly dependent on alternatives and recom-
mendations made by their respective agencies. In this way agencies can become a 
restricting force determining the value priorities of higher officials. It is therefore essen-
tial that important values are incorporated in agency programmes from the beginning, 
and that lower level operations - problem definition, fact finding, narrowing down of 
alternatives - are carried out with these value considerations in mind. 

Unless this happens, a series of minor decisions which neglect WCS and other impor-
tant conservation values can lead over time to a major change in policy, without there 
having been a conscious decision to do so, and without consideration of the change in 
values and value priorities the new policy implies. It is therefore crucial to get all per-
sonnel from the start to think in value terms, to ensure that policy changes do not occur 
by default. 

Value training for interagency cooperation and coordination 

The WCS strongly recommends interagency consultation and coordination in en-
vironmental affairs to bridge gaps and reduce the conflicts between programmes pur-
sued by different agencies. Specifically, it recommends: 

The different agencies with responsibilities for living resources should have clear mandates, and 
such mandates should specfically include conservation; 
There should be a permanent mechanism for joint consultation on and coordination of both the 

formulation and implementation of policies. 26 

However, the different values of different agencies can present problems for develop-
ing a unified approach. This is particularly true of interagency relations in conservation 
and development affairs. 

Several factors contribute to problems with interagency coordination. These include 
the following: 

costs and differing benefits; 
time constraints; 
technological biases (with specialists anxious to uphold their own professions arguing 
over the best methods/technologies); 
bureaucratic self-preservation; and 
leadership and personality factors. 27  

In view of these factors, efforts at coordination tend to be based largely on papering 
over the real differences between agencies and on finding solutions based on the 'lowest 
common denominator'. This effectively defeats the object of interagency cooperation. 
Interagency decision making is a form of group decision making and has the same 
shortcomings (discussed above). Meanwhile, problems will continue, since fundamen-
tally the conflicts remain unresolved. A false front of harmony is established behind 
which each agency continues on its own way. 
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The same superficial harmony applies to 'clearance' systems whereby reports, 
evaluations and policy recommendations are vetted by other agencies involved in the 
same areas before being sent on to higher authorities. Because agencies do not want 
their reports to be rejected or passed on with dissenting comments, they will usually 
modify the proposal, or the language of the proposal, to meet the objections of other 
agencies. The end result may be a compromise which disguises the differences without 
coming to terms with them. 

This practice can have the further effect of discouraging innovation. Personnel may 
be inhibited from introducing new ideas and values into programmes because they fear 
that many of the agencies involved in the clearance system will reject them. 28  The 
'status quo' is thereby perpetuated and there is inbuilt resistance to change. 

This is a problem with the WCS to some extent: many of its concepts and values can 
be considered 'new' to some agencies, and they will not be properly incorporated into 
decisions and programmes unless they are given sufficient emphasis in interagency rela-
tions. 

Thus it can be seen that the case for value training for decision making applies equal-
ly to the area of interagency cooperation. Values provide a common framework and 
reference point for all agencies. Agencies must learn to communicate with each other in 
terms of clearly stated value positions which they understand and act upon consistently. 
Until values become an integral part of agencies' thinking, there can be no common 
basis for discussion. 'Agreement' will be arrived at under false pretences and genuine 
interagency cooperation and coordination will not be achieved. 
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CHAPTER IV 
Interdisciplinary approaches to 
environmental administration 

Although the need for an interdisciplinary approach to environmental administration is now widely 
recognised, it is still relatively little used, either in training or in practice. This chapter argues the casefor 
interdisciplinary approaches and explains the reasons for the present situation. Jl 7hile the obstacles to 
achieving a truly interdisciplinary approach are considerable, a number ofguidelines can be used in train-
ing to foster an interdisciplinary orientation amongst environmental administrators and managers. 

T he role of the social sciences in interdisciplinary approaches is discussed. For 
several reasons these disciplines tend to be underrepresented and undervalued in 

environmental administration. Their relevance and importance is argued and the con-
tributions of various social sciences are examined. These are illustrated by reference to 
a case study. Finally training in social science aspects is considered. 

The interdisciplinary approach 
An interdisciplinary approach to the environment can be defined as the combined use 

and co-ordination of appropriate disciplines from the natural sciences, the social 
sciences, the applied sciences, and the humanities, in an integrated approach to solving 
environmental problems. (The term 'multidisciplinary approach' refers to the use of a 
number of selected disciplines, each of which is assigned a part of a given environmental 
problem. Their partial recommendations are linked together at the end to form the final 
solution. 29  Multidisciplinary approaches are not as satisfactory because there is no con-
certed effort at integration, and because one of the chief benefits of interdisciplinary 
work - the frequent interaction between different disciplines - is lost.) 

The value of interdisciplinary approaches to environmental problems is now widely 
recognised, as it is clear that no single discipline can deal effectively with such complex 
issues. Although a number of disciplines such as forestry and architecture consider en-
vironmental planning and decision making to be within their remit, they each concen-
trate on only one part of the total system and lack a comprehensive perspective. The use 
of interdisciplinary approaches to environmental education and training was recom-
mended by the Tbilisi Conference on Environmental Education 30,  and is Federal 
Government policy in the USA. 31  

Interdisciplinary approaches provide a means of solving complex problems, and a 
mechanism for breaking down the traditional barriers between disciplines. Further 
benefits and advantages of an interdisciplinary approach include: 

1.Cross-fertilisation of ideas 
Personal interaction among members of various disciplines encourages the synthesis 

and development of ideas and concepts; this can bring about 'new knowledge', and 
shed new light on intractable problems. 
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The synthesis of small-scale and large-scale viewpoints 

Much problem solving depends on understanding the dimensions of a problem. This 
in turn depends on an understanding and synthesis of the 'micro' and 'macro' aspects 
of a given problem e.g. the psychologist's concern for the individual combined with the 
sociologist's concern for the group or community, or the forester's concern for a given 
stand of timber combined with the ecologist's concern for the ecosystem of which it is 
part. 

Learning 

Interdisciplinary work does not come naturally to most personnel, and so it involves a 
learning process and requires a different working procedure. This contributes to the in-
dividual 's professional development and perspective. 32  

The present situation; obstacles to achieving interdisciplinary 
approaches 

Although interdisciplinary studies are much talked about and strongly advocated, the 
reality often falls far short of the ideal, and the hoped for results are not forthcoming. 

One reason may be failure to make the scope of the study sufficiently broad and wide-
ranging; with the traditional dominance of technoscientific disciplines which focus on 
physical aspects, there is a tendency to exclude relevant disciplines dealing with social 
aspects. These may only receive brief consideration, or lip service, in the study. For ex-
ample, it is common to make use of a number of personnel with technoscientific 
specialisations, e.g. forestry, hydrology, engineering, with only peripheral involvement 
of a quantitative sociologist or economist. It is not sufficient, however, just to include 
social science disciplines: it is also essential to integrate the various disciplines at both the 
theoretical and applied levels. 

A second reason is that interdisciplinary approaches do not come naturally to most 
personnel who have had specialised training in a single discipline. Agencies and other 
organizations have traditions in single disciplines, each of which has its own 
philosophy, methodology and procedures for problem solving in its own sphere. Thus 
agencies often do not have the inherent capability or experience necessary to integrate 
their activities. 

It can also be argued that there exists no general scientific theory that encompasses all 
the science-based disciplines. Each discipline develops a set of theories and approaches 
which are specific to that discipline. Technoscientific personnel thus develop a concep-
tual framework which is specific to their own discipline and/or profession, and do not 
develop a general one. 

As the UNEP report 'Environmental Training, An Overview' states: 

The content of any aspect of environmental training is derived from a variety offields and con-
tributions. This multidisciplinary contribution poses problems for organizations and institutions 
which have developed traditions in single disciplines or sectors. ... The multidisciplinary 
perspective is adequate so long as no interactions are involved. But in the en-
vironmental domain, it is the interactions that are thought to be significant. It is 
therefore necessary to bring an interdisciplinary perspective to the solution of any 
environmental problem. 33  (Editor's italics) 
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Thus some kind of training or exposure to the concept and approach of inter-
disciplinary work is necessary. The value of this is confirmed by the Tbilisi Final 
Report: 

It is considered that a problem-solving approach on an integrated multidisciplinary team basis 
is an effective method of training, since it develops professionals who, while retaining their 
original expertise, thus acquire an interdisciplinary training and ability to work as members of 
multidisciplinary teams. They may be appropriately described as environmental integrators or 
integrationists as distinct from generalists or specialists. 34 

A third reason for the lack of truly interdisciplinary work is the lack of any ap-
propriate training in this area. Training programmes to date have generally neglected 
interdisciplinary approaches. This has been partly due to the lack of a systematic theory 
on which interdisciplinary work can be based: as UNEP points out, 'Interdisciplinary 
training models (theories) are few, ill-defined, and not fully developed and tested.' 35  

At least three obstacles to the development of a useful body of theory can be iden-
tified. The first is created by the traditional boundaries and reward systems of single 
disciplines. The value of work which goes too far outside traditional lines tends not to be 
recognised. The existence of entrenched positions and vested interests within an agency 
associated with a certain discipline creates further problems. Interdisciplinary efforts 
may thus be resisted or paid only token attention. 

Second, there is the tendency for personnel within an agency to carve out 'territories' 
for themselves, which they defend against outsiders. This can lead to unnecessary con-
flict between a person attempting to develop an integrated approach and one anxious to 
preserve his 'patch' from interference. This can in turn lead to the neglect of problem 
areas in order to avoid conflict. 

Third, there remains the overriding tendency for technoscientific disciplines to 
dominate any interdisciplinary initiative. Techniques and quantitative analyses tend to 
displace other factors in discussion and decision making. This overemphasis on techni-
ques and data can lead to the exclusion of relevant disciplines which are not of a techni-
que orientation, or to unrealistic demands on them, e.g. the production of quantitative 
evidence in support of their submissions. Unfortunately, many current training pro-
grarnmnes reinforce rather than counteract this tendency. Personnel must beware of ac-
cepting technical feasibility as a governing criterion, and should instead assert the 
primacy of social and environmental goals. 36  A further danger is that a technique 
ideology is often assumed to ensure value-free objectivity, which as we have seen 
(Chapter III) is misleading and very far from the truth. 

A final reason for the relative failure of attempts at interdisciplinary approaches lies 
in the nature of relationships between agencies. There may be domination by a 
numerically, financially, or politically strong agency out of all proportion to its true role 
in the situation. This will seriously undermine the attainment of a truly inter-
disciplinary approach. 

Training for interdisciplinary approaches 
Training for interdisciplinary approaches must recognise the situation discussed 

above and the very real obstacles to be overcome. Much of the success (or otherwise) of 
training in this area depends on creating the right atmosphere and appropriate condi-
tions to facilitate open communication of ideas and approaches. This is not easy, and 
requires sensitive leadership by the instructor. It must be said that there are as yet no 
tried and tested techniques that can be recommended. 
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How to organize such interdisciplinary studies and actions (including training aspects) is still 
largely unknown... 'Interdisciplinary' requires that people from different backgrounds learn to 
work together in the solution of specific problems. They must be able to listen so well to others 
that their contributions will be well-concerted with the contributions from other angles. They 
should further be able to express their own viewpoints in such a way that others can easily grasp 
where to connect. This is not an easy task. 37 

One technique that can be used is that of examining the approaches of various dif-
ferent disciplines to the same problem, with a view to identifying their particular con-
tributions to an integrated study. This can also help to identify areas of common ground 
- values and concepts which are common to different disciplines. These can be used as 
the basis of the framework or core of theory so necessary for interdisciplinary work. 

The WCS is of particular value in this regard: many of its principles and objectives 
can be used in formulating a basic framework for interdisciplinary environmental ap-
proaches. This applies particularly to those WCS principles associated with ecology. 
Ecology provides a central theme and focus for environmental administration. Its con-
cepts and values are essential for integrating conservation with development, and an 
ecological frame of reference is an appropriate basis for looking at environmental pro-
blemns. Many personnel, including those with technoscientific backgrounds, lack any 
exposure to this vital area. Special training sessions in ecology can contribute concepts, 
values and perspectives for use in interdisciplinary approaches and in everyday work. 

Such training would not aim to provide a technical course in physical ecology as a 
branch of biology, or in quantitative aspects of ecosystems as part of environmental 
assessment. Rather, the sessions should be fairly general, aimed at giving a non-
technical overview of ecology, and treating it in an appropriately holistic and inter-
disciplinary manner. (There are now many books which treat ecology in this way.) 

A practically-orientated, problem-solving approach to learning new concepts is far 
more meaningful than a purely theoretical one, and concepts and principles 
'discovered' and learnt through personal involvement are far more likely to be retained 
and properly incorporated into the individual's body of knowledge. (Facts and details, 
by contrast, tend to be quickly forgotten.) Therefore full use should be made of 
problem-solving approaches in training. 

Good leadership is important in training for interdisciplinary cooperation, in order 
to: 

achieve close personal and professional interactions throughout the training session; 
and 
prevent the tendency for participants from similar disciplines to cluster together with 
little or no involvement outside the clusters, leaving 'gaps' between clusters. 

It is also important to ensure that contact between disciplines continues outside the 
formal training sessions. 

Since it is unlikely that representatives from all relevant disciplines will be taking part 
in any one training session, instructors must be prepared to provide additional inputs, 
and relevant reading matter such as introductory textbooks should be available. 

Through its emphasis on enlarging the perspectives and value base of personnel, 
EAIST can contribute to the integration of different disciplines and thus to the success 
of interdisciplinary studies and decision making. 
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The contribution of the social sciences 

The relevance of and need for social science input 

The social sciences can make important contributions to interdisciplinary en-
vironmnental approaches. Although technoscientific disciplines have attained a high 
level of sophistication in environmental/natural resource areas, there is a need for more 
involvement of the social sciences in environmental affairs in general, and particularly 
in interdisciplinary approaches. The contribution of the social sciences to inter-
disciplinary approaches is in the areas of identification, articulation, and analysis of the 
values personnel have to deal with in their judgemnents and decision making. This can 
contribute to harrnonising the values and goals of society with those of a given en-
vironmnental pro grarnrne. 

Personnel often in fact recognise the limitations of their technoscientific training, 
acknowledging that the majority of their problems involve values and people and fall 
more into the realm of the social sciences than into a given technoscientific discipline. 
Several intensive surveys of environmental personnel from the United States Forest 
Service, Bureau of Land Management, and Soil Conservation Service revealed dif-
ficulties associated with the technoscientific backgrounds of those interviewed. 38  Both 
specialist and generalist personnel indicated that they were dealing mainly with pro-
blemns to do with people and society and that their past education and training had not 
really prepared them for many of the jobs they had to do. The vast majority said that 
their education had only provided the technoscientific qualifications required for their 
initial appointment to the agency concerned. When asked about courses they would 
take if they had an opportunity for further university education, most showed a 
preference for the social sciences, e.g. management of people. 

The need for a greater social science input is recognised by the United Nations, 
Educational, Scientific and Cultural Organization (Unesco). 'Man and his environ-
rnent', Chapter 7 of Unesco's medium-term plan (1977-82), describes Unesco's action 
as being directed towards interdisciplinary undertakings for improving the quality of 
the human environment in general. This calls for "increased and decisive contributions 
from the social sciences, the humanities, culture, education and communications, as 
well as for close co-ordination of all these activities". 39  

Many agencies would do well to establish social science divisions, or sections staffed 
with social-science trained personnel. Their major functions would be to study and 
analyse human and social aspects of projects, liaise with other divisions, and have an in-
put into interdisciplinary work at all stages of the study or project. They would also help 
with training in interdisciplinary approaches and in social sciences in general. 
Wherever possible, at least one of the social science personnel in each unit should 
receive some kind of interdisciplinary training themselves. Social science personnel who 
have a background in more than one discipline, e.g. an anthropologist who has some 
knowledge of sociology and psychology, would be especially valuable. 

The present lack of involvement 

The present lack of social science involvement can partly be attributed to the lack of 
response to environmental problems from social scientists, as well as to their intentional 
exclusion by technoscientists. As yet there are relatively few social scientists qualified or 
interested in working on interdisciplinary approaches to environmental affairs. It is not 
as yet a respectable field of study, although this situation is now changing, fortunately. 
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Exclusion does occur, of course; as one authority has said, "Decision makers rely 
more on 'experts' when deciding about bridge-building than when worrying about 
slums. Construction engineers know how to build bridges, whereas sociologists have 
not demonstrated much skill in dealing with slurns." 40  This may be a rather extreme 
view, but it is nevertheless generally true that the skills and expertise social scientists 
have to offer have far less tangible results. This should not be taken to imply, however, 
that they are therefore of no importance or practical use. 

Further, although many technoscientific disciplines (which are firmly established in 
the area of environmental affairs) will pay lip service to the idea of involving social 
sciences, it is frequently said that social sciences are not 'scientific', by which is meant 
quantitative, statistical and above all, 'objective'. (In fact, of course, many social 
sciences have a considerable quantitative element.) The same kind of reasoning within 
the social sciences may result in the exclusion of non-quantitative disciplines and ap-
proaches that could make very valuable contributions in terms of social and value 
analysis. 

The social sciences may therefore need special encouragement in terms of ad-
rninistrative support and incentives to promote their involvement. One method of gain-
ing acceptance for the social sciences is by pilot projects, including training program-
rnes, to demonstrate their value. These should aim to develop general methods and pro-
cedures for the use of social sciences in interdisciplinary approaches which can be 
adopted in other projects. This will facilitate and promote the genuine involvement of 
these 'new' disciplines. 

The contribution of the different social sciences 

The extent to which the various social science disciplines can contribute will differ. In 
some cases, only selected concepts and considerations will be relevant, whereas other 
disciplines could be involved to a much greater extent. 

The following pages examine the potential contribution of a number of different 
disciplines, seeing these as tools to increase the scope and depth of value analysis. The 
theoretical background of each discipline is examined briefly, and a key concept (in-
dicated in parentheses) is identified. 

A nthropo logy (culture) 
Although cultural anthropology is often associated with primitive societies, the cen-

tral concept of culture can be applied to developing and developed societies. Culture is 
the whole complex (of knowledge, institutions, achievements, technology, traditions, 
perceptions, values, habits and other capabilities) of society and human-inherited tradi-
tions and patterns. Culture influences social, human and environmental values and 
behaviour. Cultural factors affecting the relationships between society and the environ-
rnent are relevant to and should be considered in environmental administration. Thus 
the main contribution of a cultural approach is in seeing environmental and non-
environmental values as the products of learnt and institutional influences of a given 
culture. 

Economics (scarcity) 
Economics is concerned with how societies allocate scarce resources to the production 

of different commodities, over time, and how these commodities are distributed for con-
surnption among members of a society, over time. The demand for a supply of natural 



resources by present and future generations is related to the scarcity of these resources. 
The allocation of natural resources (including those for future generations) is influenced 
and determined by a variety of economic forces and interests. 

The scarcity concept implies that when something is scarce it becomes more costly, 
and this may affect priorities in values (and thus demand). It is particularly relevant to 
increases in population when the consequent reduction of man:land ratios results in in-
creased pressure on land and associated natural resources. Resources may then become 
a limiting factor. Many of the difficulties of financing conservation and pollution con-
trol measures are related to economic perceptions. 

The word economics comes from the Greek word 'oikonomike', which means the 
management of the household, or 'oikos'. This idea of 'household management' can be 
likened to the concept of 'Spaceship Earth', which involves seeing the earth as a 
spaceship with a limited life-support system, whose maintenance requires wise manage-
ment of limited resources and harmony in human and environmental relationships. 
The 'new economics' reflects this view of the planet and aims to harmonise and in-
tegrate ecological and economic considerations. 

Geography (location) 

The location of natural resources is of major importance in determining how they will 
be used. The value and use of a resource will usually vary according to, among other 
things, its location in relation to human population centres. 

Many environmental problems transcend local and national boundaries and can only 
be dealt with satisfactorily on a regional or even global basis. That political or legal 
boundaries often do not coincide with environmental use is illustrated by problems such 
as acid rain. Many resources are also 'international'. The WCS considers 'shared 
resources' to be ecosystems and species that are shared by two or more states, including 
species that move between one national jurisdiction and another. Examples include in-
ternational river basins, fisheries, and migratory species. 41  Thus geography, and the 
location concept in particular, can contribute to interdisciplinary approaches to en-
vironmental administration and planning. 

History (time) 

Societies and values change over time in response to changing technologies, popula-
tions and other factors, and therefore so do patterns of use of the environment. 
However, values from different time periods are often present and in conflict in current 
conservation and development affairs. Some government agencies may be operating on 
the basis of value priorities which were prevalent at the time of their establishment 
many years previously. A forestry agency, for example, may continue operating on the 
basis of values associated with maximising timber production at a time when other im-
portant values, such as ecological or recreational considerations, have emerged. In the 
same way, personnel, particularly senior personnel, may be more 'in tune' with values 
and assumptions associated with earlier time periods, when they were trained. 

Modern value theory indicates that value changes may occur over relatively short 
periods of time (three to ten years), in contrast to the classic 'generation gap' of approx-
imately 25 years. Historical analysis can help personnel discover value conflicts 
resulting from a time lag in value considerations. This is not to say that 'new' values are 
necessarily better than 'old' ones. But a time analysis can place values in their proper 
perspective for deciding value priorities best suited to the successful integration of con-
servation and development. 
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A historical analysis can also be used to compare past use of an area with current and 
potential future uses, e.g. analysis of an area presently considered to be underdeveloped 
might reveal a history of overdevelopment in terms of past use and indicate the need to 
view with caution any proposals for intensive development. 

Politics (power) 
Politics provides a central focus for the decision-making process. It represents all ef-

forts by the different interests involved to resolve issues by getting government to im-
pose decisions or solutions; it is the basic activity by which an issue or problem is aired 
and finally settled. All decisions on natural resources involve power considerations and 
conflicts over competing values and interests. Environmental administration recognises 
that politics and administration are interwoven and that all decisions involve some 
degree of politics. 

Political analysis involves analysis of relevant aspects of governmental and social in-
teraction in such forms as bargaining, 'trade-offs', and compromises. 

Psychology (individual) 
An individual personality, committed to a particular value system, can have a strong 

influence on environmental decision making. To take one example, it can be argued 
that the most significant factor in the early American conservation movement was the 
leadership of certain individuals. An analysis of key individuals involved in decision 
making in an environmental issue can identify important values and other influences 
underlying the decision-making process. This approach can contribute to better 
understanding of the realities of decision making; all governmental decisions are 
ultimately made by individuals whose orientations are influenced to a greater or lesser 
extent by their individual value systems - their personal conceptual frameworks. 

Sociology (group) 
The concept of the group provides a means of understanding much of the human in-

teraction that occurs during the debate and resolution of environmental issues. Many of 
the opportunities for and obstacles to the consideration of values depend on their accep-
tance or otherwise by groups. Groups develop their own sets of collective values and in-
terests, and a great deal of decision making involves groups and group processes. 
(Group decision making is discussed in Chapter III) 

A feature of groups is that, like individuals, they can adopt the 'professionalism' and 
image of value-free objectivity associated with a particular discipline, and thus assume a 
role which is very different from their actual role. A group of foresters, for example, 
may push certain ideas in the name of the forestry profession that lie outside their 
legitimate interests as foresters. An awareness of the dynamics of the group is also im-
portant; it may be that one individual is dominating the group and determining its 
identity, such that an individual's decision appears to be a group decision. 

Though they are not usually described as social sciences, some aspects of animal 
behaviour and of ecology are very relevant to the concerns of the social sciences. When 
man seeks to study and understand man through the social sciences, certain important 
factors may be overlooked. For man's understanding of himself requires that an objec-
tive view of 'man the animal' be incorporated into the social sciences, particularly in 
dealing with man/environment relationships. In this regard, the concepts of territory and 
interrelationships are of especial relevance. 



Territory 
An important concept in animal behaviour is that of territory. A territory is an area 

over which an animal or group of animals establishes jurisdiction. It generally involves 
an animal claiming and actively defending an area against other animals, frequently 
against those of its own kind. 

In modern man, the territory concept may have psychological, economic, political 
and other symbolic elements in addition to spatial boundaries. The point is that ter-
ritorial behaviour is a human characteristic. Applying the concept of territory to en-
vironmental affairs, various individuals, groups and organizations make diverse and 
often competing territorial claims - actual and symbolic - on land and other 
resources. These claims may not be compatible, however, with conservation considera-
tions, and may be obstacles to comprehensive and effective management. 

Lack of co-ordination and co-operation among and even within agencies is often 
related to the territory concept, i.e. it results from conflict between agencies or between 
personnel within an agency who are defending their 'territories'. Thus the territorial 
dimension is relevant to many aspects of environmental affairs. 

Interrelationships 
Ecology is concerned with relationships and interactions among and between living 

things and their non-living environment. The relevance of ecological concepts and 
values to environmental administration in general has been discussed elsewhere 
(Chapter III, pages 24-26). One application of the central concept of interrelationships 
is as a theme for analysing and synthesising the various elements of environmental ad-
ministration, in particular the interactions of the various agencies and their program-
mes. By focusing on interrelationships, problems can be seen as a whole rather than as 
unrelated parts. Understanding of interrelationships is essential to environmental ad-
ministration in general, and to developing truly interdisciplinary approaches to pro-
blem solving in particular. 

Case study 
The following case study illustrates the application of the social sciences discussed 

above to an environmental problem. The case study is of wildlife management policy in 
Rocky Mountain National Park, Colorado, USA. 42  The problem centred on how to 
reduce the overpopulations of elk and deer in the park that had developed between 1930 
and 1964. The winter range available to the animals had been reduced over the years 
and because large numbers of elk and deer remained in the park all year, severe 
overgrazing and deterioration of the limited winter range available inside the park oc-
curred, and overpopulation developed. 

The major alternatives available were: 

direct reduction, i.e. having the park rangers shoot the surplus animals; 
allowing private citizens to hunt the surplus animals inside the park, i.e. public hun-
ting. (Outside hunting seasons were not correlated with migrations and were not ef-
fective.); and 
having park rangers trap the surplus animals for distribution outside the park. 

Anthropology (culture) indicated that most people in the surrounding agricultural, 
ranching and tourist areas had a strong inclination either towards frontier-exploitative 
values with resistance to governmental control, or wildlife preservation with opposition 
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to reduction in animal numbers. There was an obvious conflict between these two basic 
viewpoints held by different sectors of the population. Public hunting was highly valued 
by some while others objected to any reduction in animal numbers, under protection 
values. 

Economics (scarcity) led to a high market value for adjoining land and to increased use 
and development. This resulted in severe limitation of the winter range outside the park 
which had formerly absorbed a considerable number of the elk and deer during their 
sporadic seasonal migrations. A Bureau of Reclamation water and irrigation project 
further reduced the winter range and made it a limiting factor. Consequently, the 
animals were forced to remain in the park, leading to overpopulation and habitat 
degradation. Those that did migrate outside the park were blamed for property damage 
to agricultural and ranching interests. 

Geography (location) indicated that the central problem was that of location of the 
winter range, with conflicting uses of the area leading to a variety of governmental and 
private claims to 'territory' based on political and private property boundaries. 
Previously, there had been relatively little use, restrictive ownership patterns, or 
development of much of the area outside the park which had largely been open to the 
animals during their migrations. 

History (time) also indicated that values from earlier time periods could affect wildlife 
management. Thus, early wildlife protection values aiming for large numbers in the 
park conflicted with later wildlife management values based on habitat. This time-value 
lag caused a policy conflict within the National Park Service as well as in public opi-
nion. 

Politics (power) also indicated a value conflict between values associated with wildlife 
protection and values associated with public hunting (or harvesting). A power struggle 
emerged between agencies and groups seeking government decisions in favour of their 
value positions. A large degree of this power struggle over public hunting occurred at 
the national as well as the local level. 

The local power struggle involved strong efforts by the Colorado Game and Fish 
Department and by local sportsmen's groups to promote public hunting inside the 
park. Psychology (the individual concept) suggests that the personality of the Director 
of the Colorado Game and Fish Department enabled him to develop and maintain 
strong pressure from some segments in Colorado for public hunting in the park. 
Through in-depth interviews, it was learned that the value systems of key individuals 
were important in determining the sources of conflict as well as for providing solutions 
to the controversy. 

Sociology (group) revealed various positions of pressure groups and agencies for and 
against public hunting in the park and interactions between the groups. An analysis of 
roles indicated that considerable conflict also existed in terms of professional wildlife 
management roles; individuals from different agencies claimed that their individual 
and agency opinions were 'professional' ones, regardless of the alternatives or values 
they supported. Socio-economic surveys of park visitors indicated increasing support 
for modern wildlife management, i.e. habitat-based management, among the higher in-
come and educational brackets. 

Animal behaviour (territory) indicated that territorial conflicts existed between agen-
cies, groups, and individuals. Both the NPS and the Colorado Game and Fish Depart-
ment claimed that they owned the wildlife in the park and had the legal right to manage 
it. In support of the Game and Fish Department, many Colorado hunters claimed the 
right to hunt in the park rather than have the park rangers 'slaughter' the animals. 
Many local residents felt that they had special claims by virtue of their close proximity 
to the park. 
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Ecology (interrelationships) provided a conceptual framework for considering the com-
plex relationships, interactions and conflicts between agencies and groups. With six 
governmental agencies as well as numerous groups and individuals involved in the con-
troversy, the concept of interrelationships provided a framework for analysing the in-
teractions between their various values and activities. Although the various disciplines 
contributed relevant approaches, there still remained a need for generalisations and 
conclusions arrived at on an interdisciplinary basis. This could have been achieved by 
taking an 'ecological' overview of the insights of the individual disciplines/concepts. 

Ecology also indicated a need for a comprehensive regional environmental 
framework of the analysis and management of this resource. This was to include the 
identification of objectives for ensuring the quality of wildlife/habitat and for public in-
terest on a regional basis and pointed towards the need for improved mechanisms and 
arrangements for ensuring interagency cooperation. 

Finally, after a great deal of controversy over public hunting, a combination of alter-
natives (1) and (3) was selected; the values associated with the combined alternatives of 
having park rangers kill and trap the surplus animals were dominant (power) over values 
associated with public hunting. 

Training aspects 

It is clear that more attention must be paid to the social sciences in training for en-
vironmental administration. This can be achieved by special overview sessions devoted 
to the social sciences, to improve awareness and understanding of key concepts and of 
human and social values. It would be preferable to concentrate on the non-quantitative 
social sciences, and to make more use of social scientists from these areas. Unless this is 
done, there is a danger that trainees will continue to give higher priority to social 
sciences that have a quantitative orientation than to those that are descriptive, 
qualitative, and value-based. 

Ideally, a range of social sciences will be taught to varying levels. However, time and 
availability of appropriate instructors will in practice limit the range of disciplines that 
can be taught. It should be recognised that only in a minority of cases will represen-
tatives of each discipline be available to give training. But it would be preferable, 
wherever possible, to have one or more social scientists involved throughout the entire 
training process. Ideally, these individuals should have a background in two or more 
disciplines. However, the general orientation should be to draw upon and use a variety 
of workable concepts from the whole range of the social sciences, to ensure the maxi-
mum contribution to interdisciplinary approaches. 
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CHAPTER V 
Public participation in 

environmental administration 

It is increasingly recognised that effective public participation (PP) is essential to good environmental 
administration. The success of environmental programmes depends in large measure on adequate 
public support, and this in turn depends on education, information,and, preferably, involvement 
through PP. The leading role of environmental administrators in organising and carrying out PP pro-
grammes means that they should receive training in this area. 

This chapter examines PP in some detail - what effective PP means and what it involves, what it can 
be expected to achieve, and the techniques availablefor carrying it out. The requirementsfor successful PP 
are identified. The principal ones are: 1) a sufficient level of environmental education among the public; 
2) a commitment on the part of the agencies involved not only to carry out PP activities but to act on the 
results ;  3) appropriate training for environmental administration personnel involved in PP. 

The training required by environmental administrators is then discussed. It involves first a 
thorough understanding of PP; secondly, training in effective communication (with both the public 
and with policy makers); thirdly, training in evaluation of the results of PP exercises; and fourthly, 
some training in environmental education. The importance of iden4fying the values underlying 
statements made to and by the public is emphasised. 

Participation in environmental administration 

P ublic participation in environmental assessments, planning and decision making 
has become increasingly important in recent years, and personnel responsible for 

judgements and decision making in conservation and development at all levels are likely 
to be involved in some kind of PP. Training programmes in environmental administra-
tion therefore need to include training aimed at making the best use of PP. 

PP can be defined as the part of the decision-making process that provides an oppor-
tunity and encouragement for the public to express their views, and enables due con-
sideration to be given to public concerns, values and preferences when decisions are 
made. 43  It consists of informing, consulting and involving the general public in plan-
ning, decision making, and the management of environmental affairs. Inputs from the 
public in PP processes include suggestions, information, questions, critiques, and opi-
nions expressed by individuals or groups. These may be solicited or unsolicited, and 
representations by sectors of the public may be formal or informal. 

A major purpose of PP activities is to establish what action is in the public interest. 
The public interest is often subject to different value interpretations. It is the respon-
sibility of environmental administration personnel, however, to determine the overall 
interest of the general public through PP activities, and to take this into proper con-
sideration in their judgements and decision making. 
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Why PP? 

In view of the time, expertise, and manpower required to carry out effective PP exer-
cises, it is legitimate to ask why it should be done. Quite apart from the moral 
arguments for proper consultation with those who will be affected by environmental ad-
ministration decisions, there are some fundamental pragmatic reasons: 

1.For environmental management programmes to be successful, public support is 
vital. PP is a means of gaining, affirming, and consolidating that support. For sup-
port to be forthcoming, the programme must be seen to be in the public interest as 
perceived by the great majority of those affected. As the USAID Report on En-
vironmental and Natural Resource Management in Developing Countries notes: 

This is particularly true of initiatives which affect the rural and urban poor. The importance of 
programmes for forest protection, sanitation, family planning, pesticide management, and the like 
must be understood by citizens if long-term success is to be realised. 44 

2. PP results in better decisions. To take one example, referring to PP in the manage-
ment of National Parks, Winge comments: 

Public involvement can be expensive and time-consuming, making new demands on the time and 
energy of the superintendent and his staff. It is not a panacea, nor does it absolve the Park Service 
of responsibility for making decisions, but public involvement does offer long range benefits, the 
most pragmatic of which is that it results in better decisions. Park Service Managers have 
discovered through experience that when they are willing to modify their professional judgements by 
considering the ideas and opinions of concerned citizens, the final decision that results is not only 
more acceptable to the public, it is also more satisfying to the Service. 45  

When is PP best used? 

Public participation is generally most useful in dealing with strategic matters, i.e. 
deciding what kinds of things should be done. Strategic issues involve basic value con-
siderations such as goal setting and policy making. PP is less useful in tactical decision 
making, i.e. deciding how to do something, where too great a dependence on public in-
put can lead to unacceptable delays and problems in decision making. It can be argued, 
therefore, that the public should be constantly informed and should be actively involved 
when strategic decisions are necessary. 46  However, it is often difficult to separate 
strategic and tactical categories, since both the 'ends' and the 'means' involve value 
considerations. 

Aims of PP 

The three main purposes of public participation are to: 

obtain guidance from the public and from client groups as to objectives (goal setting). 
The initiative for this kind of input may come from the agency, or it may come 
directly from the public or its representatives; 
test plans, policies and objectives for adequacy and viability. This entails review and 
comment on draft proposals by the public; and 
gain public acceptance and support for a proposed course of action by education and 
feedback - as discussed above. 
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More detailed objectives include the following: 

to promote the public's understanding and involvement in planning and implemen-
ting programmes, with emphasis on the non-technical aspects; 

to keep the public informed about significant issues, problems, and changes in pro-
grammes; 

to foster public involvement in identifying problems, setting out the alternative solu-
tions and a preferred alternative; 

to make sure that government and personnel fully understand public concerns and 
values and are responsive to them; 

to demonstrate that agencies, formally and informally, consult with interested sectors 
of the public and take public views and values into consideration when decisions are 
made; and 

to foster a spirit of mutual trust, support and openness between government person-
nel and the public, through a variety of informal and formal contacts. 

N. B. PP is particularly important in rural development, for without the active in-
volvement of the people - including identification by them of the problems that most 
need tackling and how to deal with them - little can be achieved. 47  The judgement of 
the people affected by a development programme is essential to the evaluation of the 
programme. 

Benefits of PP to agencies and government 

Some of the benefits of public participation are implicit in the objectives listed above. 
The principal ones are: 

it provides a safeguard against poorly considered decisions; 

it builds public confidence and improves the public's understanding of management 
objectives; 

it provides additional data for planners and policy makers. (Effective planning and 
implementation often require specific information that only local people can provide 
efficiently.); 

support for government or other authority will be greater where the projects financed 
or undertaken by the government or authority are considered to be important and 
valuable by the people affected; and 

people usually co-operate more willingly with decisions in which they have par-
ticipated. 48  

Thus it can be seen that public participation is a two-way process, of benefit both to 
policy and decision makers and to the public. 

However, as the WCS notes, "Public participation in conservation/development 
decisions is seldom adequate. Consequently, the decisions may not reflect sufficiently 
the experience and wishes of the people affected, and the benefits of the programme or 
project may be fewer than expected." 49  There is thus an urgent need to upgrade the 
quality of public participation if environmental management programmes are to 
achieve their aims. 

47 



PP in practice 

It should first be stressed that PP is not the same as public relations. The latter is a 
propaganda exercise by agencies to sell their policies and programmes. PP, on the other 
hand, entails a genuine dialogue between the agency and the public. As the WCS says: 

The extent of public involvement in the development planning process depends on both the attitude 
of the government and the interest of the community. Ideally, however, public participation 
should be at all stages of the development process from policy making to project 
formulation and review. At whatever stage it is involved, the public should be given 
time and information sufficient for it to influence decisions. 50  (Editor's italics) 

A model of PP processes is shown in Figure 2. 
PP can be divided into five stages: identification, outreach, dialogue, assimilation, 

and feedback. 51  

Identification 

It is first necessary to identify those groups or members of the public who may be in-
terested in or affected by a forthcoming action. This can be done by developing mailing 
lists, requesting additional names from those already contacted, using questionnaires 
and surveys to discover levels of awareness, and establishing contacts by other means. 
Specific contact lists can be developed for particular projects. 

Outreach 

The public can contribute effectively only if they are provided with accurate, readily 
understood information at the appropriate time. This information should be kept fairly 
general and non-technical, and should be value oriented. Information which is too 
technical, detailed or specific will usually discourage public participation. The material 
may comprise background information, a timetable of proposed actions, summaries of 
lengthy documents or technical material where relevant, a clear outline of the issues, 
and specific encouragement to stimulate active participation by the public. Wherever 
possible, the social, economic and environmental consequences of the project, and of 
alternative proposals, should be clearly stated. The agency must make sure that this in-
formation reaches the public in good time through mailings, public service an-
nouncements in the press and on radio and television, media ads, personal communica-
tions, and other means. 

Dialogue 

There should be dialogue between personnel responsible for the forthcoming action 
or decision and the interested and affected members of the public. This involves an ex-
change of views and open-ended exploration of issues, alternatives and consequences; 
this process would be greatly enhanced by a focus on values, and the value implications 
of choices. Dialogue may take several forms such as public hearings, meetings, 
workshops, personal contacts, or correspondence, and may include the establishment of 
special groups such as advisory committees. 



Figure 2 
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Assimilation 

Assimilation involves putting together and evaluating the results of the 'outreach' 
and 'dialogue' stages, i.e. coming to conclusions as to the public's views and 
preferences. In its decisions and actions the agency should demonstrate that it has 
understood and fully considered public concerns. Assimilation should include brief and 
clear written documentation of the public's views, through content summaries, for exam-
ple. A content summary describes the PP activity undertaken, who participated, and 
the matters on which the public was consulted. It summarises the public's views, stating 
important comments, criticisms, and suggestions, and should set forth the agency's 
response. 

Evaluation of PP should contain both quantitative and qualitative aspects and should 
be directed at the basic values, issues and alternatives involved. 

Feedback 

The agency should provide feedback to participants and interested parties concerning 
the outcome of the public's involvement. When numbers are small this can take the 
form of personal letters or contacts. With a large number of participants, the agency 
can send a copy of the content summary to those on the mailing list, or may publish it. 
The feedback should include a statement of the action that was taken following public 
consultation, and indicate the effect the public's views had on it. 

The objective of a PP programme is consensus, not consent. In most cases it is 
unrealistic to expect to achieve general agreement. Wise decisions often involve 
disagreement, debate and compromise. Personnel should be content to arrive at a set of 
policies and decisions that seem good and proper and that appear to be acceptable to the 
majority of the public. 

It must also be borne in mind that 'the public' is not uniform, but comprises many 
different groups. Most PP programmes will provide links with diverse individuals, 
groups and organizations, but these may be by no means equal in terms of knowledge, 
power or numbers. It is helpful to acknowledge that the values of the majority of the 
'general public', for whatever reasons, usually appear to be oriented towards their own 
immediate self-interest. 

The public involved in PP programmes is generally made up of individuals who, 
while interested in learning and in participating, possess only limited information and 
expertise, and who will be unwilling or unable to spend long periods of time reading up 
about the issue or attending meetings. Thus they are predominantly concerned with the 
value aspects of a given issue. Personnel are therefore likely to find the public receptive 
to information presented in value terms. 

A value orientation towards environmental and development issues also assists in 
early identification of those aspects which are most likely to be of interest and concern to 
the public. It is thus possible to obtain the early involvement of the public and the 
longest possible time for the public to consider the issues and come up with alternative 
solutions to those proposed. A long timescale for PP also increases mutual trust and 
confidence - in the agency's concern for the public interest, and in the agency's trust 
in the public's judgement. 
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Techniques for P1? 

A wide range of public participation techniques is available for use in obtaining 
public inputs to decision making, for imparting information, and for developing 
understanding. Each has certain advantages and disadvantages. Personnel must select 
those techniques which are appropriate for the problem in hand and ensure: 

quality of decision making, 
adequate public involvement, 
expeditious handling of management activities; 
public acceptance and support. 

In selecting techniques, personnel should ask themselves the following questions: 

When should public involvement occur? 
What types of public input are wanted? 
How is the public input to be used? and 
Who are the 'public(s)' from whom the input is required? 

Brief details of a number of methods are given below, with some guidelines as to their 
suitability. They have been adapted from publications of the US Forest and NPS.52' 53 

Public hearings 

These are formal meetings with formal procedures and have official hearing records 
which provide a record of all information presented by individuals, groups, and 
organizations. However, they involve high costs for recording, slow down the decision-
making process, and often intimidate the general public. Public hearings are often held 
only because of official requirements that they be held. 

Public meetings 

Open public meetings permit participation by a wide selection of interested people. 
They can involve panel discussions or public forums. 

The purpose of panel discussions is to provide expert information to the public on 
complicated issues in a number of specialist areas. A panel of experts provides the 
public with the full array of views and information pertinent to a given plan or decision. 
Panels are primarily intended to supply information, although questions and answers 
are often a part of the format. They can be formal or informal. The panel may be com-
posed of professionals with different viewpoints in order to represent the different possi-
ble interpretations of the same information. 

Public forums enable the formal presentation of public viewpoints in cases where 
these are based on values and interests different from those represented by the govern-
ment perspective. A public forum is organized so that members of the public have an 
opportunity to present their viewpoints to other people and to the agency itself. It pro-
vides the public with an opportunity to present their values, views and proposals. The 
scene should be set with a brief presentation of facts. Then representatives of the public 
may introduce their proposals - with or without their 'pros' and 'cons'. Clear 
guidelines and time limits should be given to those making presentations. All par-
ticipants should be free to ask questions and make their views known. 
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Guided workshops 
Guided workshops provide an opportunity for public discussion and clarification of 

issues, proposed actions, and their consequences. Public opinion is seldom consistent 
over time. The aim of a guided workshop is to help clarify and crystallise public opinion 
so that it becomes more consistent and presents a clear message to decision makers. 

A guided workshop is characterised by two activities: facilitation of commentary and 
recording of ideas. These are carried out by the personnel who guide the workshop. 
Facilitation is a method of verbal clarification of views through restatement. It serves to 
check the accuracy of what is being heard. Recording is the creation of a written record 
of the points which are being made. This is usually done in full view of the people in at-
tendance. The aim of facilitation and recording is to keep the discussion focused on the 
topic or issue in hand and to prevent ambiguity. 

Advantages of guided workshops are that they: 
can be used with large audiences; 
establish an informal atmosphere that is conducive to openness; 
increase participants' awareness of the variety of interests and opinions with which 
the plan must deal; 
place recorded public input on display so that misinterpretation of public comment 
can be identified and corrected; and 
enable personnel to hear input first-hand and give them the opportunity to clarify 
ideas or comments for their own understanding. 

NB Guided workshops do require personnel to have public speaking skills, particular-
ly for facilitation of commentary. 

Informal small group meetings 
These are meetings to which concerned and interested individuals or groups are in-

vited. They are particularly useful if held early in the decision-making process, when 
personnel are gathering information and developing alternatives. They enable people 
who want to participate to have an input at a time when informed points of view are 
most helpful. A series of meetings may be necessary to cover the variety of groups and 
to keep the numbers small enough for informality and thorough discussion. 

Advisory committees 
An advisory committee, board, or commission, is a standing body formally establish-

ed for the purpose of advising or making recommendations. It is made up of represen-
tatives of a wide range of groups and interests whose background knowledge and 
understanding of policies and programmes enable them to provide sound advice. Ad-
visory committees can be very effective as sounding boards for proposals and as in-
dicators of public attitudes and interests. However, the selection of members can in-
troduce bias, so that the membership may not be representative of a balanced range of 
public interests. Regular meetings of advisory committees provide a continuing forum 
for disseminating information, clarifying issues, obtaining advice and gaining support. 

Ad hoc committees 
An ad hoc committee is a temporary committee that addresses a specific issue and recom-

mends solutions. When the issue is resolved or the recommendations completed, the com-
mittee is dissolved. Committee recommendations can be by majority, consensus, or be 
the expression of individual points of view. The selection of membership should aim for 
representation of a variety of sources and views so as to reflect general public opinion. 
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Advisory and ad hoc committees can undertake study in greater detail than would be of interest (or 
feasible) to the general public. They can also provide a preliminary review of ideas and proposals. 

Working groups 
A working group consists of a manageable number (usually under twelve) of 

motivated members of the general public who are committed to involvement with the 
management and planning of a given agency on a long-term basis. The group is 
autonomous and has no formal relationship with the agency. Ideally, the working group 
will have a spectrum of views reflecting the diversity of its membership. It is usually ser-
viced by a person from the agency concerned whose main role is to supply information. 
The agency assigns the working group tasks on the understanding that their recommen-
dations will be seriously considered in decision making. After studying and discussing 
the issues and working out compromises within the group, the working group arrives at 
a consensus of opinion and presents its recommendations, in written form. 54  

Key contacts 
Contact with key individuals in tune with the attitude of the public and 

knowledgeable about the issues involved can be worthwhile. Key contacts are opinion 
leaders within the local community or region, and may include elected officials, media 
representatives, active members of organized groups, businessmen, and respected 
citizens. Care should be taken to avoid developing too close a relationship with a few 
selected individuals or overemphasis on this source, to the exclusion of finding out the 
views of the public as a whole. The aim is to gather their opinions about issues, ideas, 
etc., not to ask them to endorse or support any particular position. 

Strengths of key contacts are: 
valuable insights can be obtained from informed, influential people, who can often 
indicate important aspects of public opinion; 
key people can inform others about issues and stimulate input; 
the involvement of key people can contribute to public understanding and acceptance 
of decisions; 
input can be obtained personally, in depth and in detail; and 
key people can provide informal sounding boards for ideas and proposals before they 
are finalised. 

Letter requests for comments 
This approach can be very effective when the individuals contacted have the 

knowledge or familiarity with the issues necessary to give sound advice. Supplementary 
information can be supplied in the letter, but it is not a good idea to rely on this method 
to provide all the information needed, as there is no way of checking on understanding. 
Letters should be addressed to a broad representation of interests and need not be 
limited to the local area. One benefit of this technique is that it may encourage 
members of the public who would not otherwise become involved in PP to do so. It can 
thus widen the scope of public involvement. 

'Show me' trips 
Field trips can be a very effective way of involving the public and assuring understan-

ding of the issues before recommendations are made. A series of 'show me' trips can set 
the stage for meaningful participation. First-hand experience, e.g. seeing the site or 
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examples of developments similar to those planned, together with discussions among 
participants, helps to clarify the issues and identify possible consequences. Such visits 
require detailed preparation for optimum benefit. Active participation by the group 
during the visit should be encouraged, avoiding a guided lecture situation. 

Personnel contacts with the public 
Personnel at all levels have an outstanding opportunity to reach and involve the 

general public in daily contact with people while carrying out their everyday work, and 
through conversations and activities in their own communities. It can be a good source 
of information on the current attitudes and interests of local and regional people. For 
this source to be used effectively, personnel must be well informed so that they can pro-
vide information and answer questions satisfactorily. 

Standard information techniques 
Standard information techniques primarily provide information, but they can also be 

designed to encourage feedback. Press releases, for example, can invite comments so 
that anyone who wishes to can provide input. Standard techniques include visual aids, 
posters, pamphlets, and articles in the press and magazines. The selection of technique 
to be used depends on: the type of audience to be reached; the length of time available 
to prepare materials; the amount of detail to be covered; and the size and distribution 
of the target audience. The multiplying factor of newspapers, TV, radio and magazines 
will greatly expand the scope and impact of any particular message. 

To encourage public involvement, the material can include a statement to the effect 
that additional information can be obtained by writing to the newspaper, radio, or 
direct to the agency, as the case may be. Responses to requests for comments provide 
opportunities for follow-up. 

To obtain the maximum benefit from PP follow-up is essential in all cases. It ensures 
that the public is given the fullest opportunity to contribute, provides feedback, and 
promotes a feeling of involvement among the public. This has a positive effect on the 
quality of the inputs and has a favourable effect on the public's view of the agency 
undertaking the PP programme. 

There is clearly no one best strategy or technique for PP. What works well in one 
situation may be entirely inappropriate in another. Each situation is unique and in-
volves a different set of institutions, issues, and environmental considerations. 

Requirements for successful PP 

Certain basic requirements need to be met if PP is to be effective and of benefit both 
to the public and to policy makers. 

1. Environmental education for the public 
Only an informed and knowledgeable public can have a meaningful input into deci-

sion making. Any PP programme must include an effective system for informing and 
educating the public. Many developing countries include environmental education in 
school curricula and use mass media (radio, television, newspapers) to generate popular 
support for environmental management programmes. In many situations, however, 
appropriate environmental education will be lacking unless environmental administra-
tion personnel undertake it. Thus personnel have a special responsibility to be involved 
in environmental education programmes and activities. 
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On the need for environmental education, the WCS notes: 

Lack of awareness of the benefits of conservation and of its relevance to everyday concerns prevents 
policy makers, development practitioners and the general public from seeing the urgent need to 
achieve conservation objectives. Ultimately, ecosystems and species are destroyed because people do 
not see that it is in their interest not to destroy them. 
The need for environmental education is continuous because each new generation needs to learn for 
itself the importance of conservation... Ultimately the behaviour of entire societies towards the 
biosphere must be transformed if the achievement of conservation objectives is to be assured. 55 

And on the need for environmental education in PP, the Tbilisi Final Report states: 

Considering the need for environmental education programmes which introduce awareness among 
the general public of its own environment and the dangers to which it may be exposed, 
Realising the importance of active participation of the general public in solving the environmental 
problems of contemporary society, 
Invites the Director-General of Unesco to work out model programmes of environmental education 
for the general public with a view to providing citizens with adequate background of knowledge 
and information, enabling them to take part in decisions concerning their environment, and 
Recommends to A'Iember States that environmental education strategies in their countries include 
the preparation of programmes which provide information on present or planned activities with 
major potential impact on the environment. Such programmes should stress the importance of 
participation by the general public and non-governmental organizations in the relevant decision-
making process. The programmes should present possible solutions to the problems in question and 
aim at developing a responsible attitude in participants. 56 

Effective public participation requires the availability of adequate non-technical 
information 

The preparation of suitable press releases, handouts, leaflets and so on must be a high 
priority. Attention must be paid to style and tone of presentation as well as content. 
Issues should be presented as straightforwardly as possible, in value terms, and should 
not be complicated unnecessarily by facts and figures. Agencies also have a 
responsibility not to 'fudge' or evade issues of public concern (such as pollution, for 
example). 

Commitment on the part of agency personnel to genuine public participation 

This is essential, without over-reliance on the public to do the agency's decision 
making. 

An agency or firm must both inform and listen to the public. It must be open in the conduct of 
business and honestly receptive to input from the outside. But it cannot abdicate its responsibility, 
defer unnecessarily to outside opinion, or use public ambivalence as an excuse for inaction. 
• . . Effectively to involve the public an agency must be open, dynamic, and progressive; and for an 
agency to display these characteristics, its individual employees must possess them. 57 

Thus, attributes such as service to the public, participation in community affairs, the 
production of brief and readable reports, innovation and judicious risk-taking should be 
encouraged and rewarded in personnel. 
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Training for public participation 

Public participation requires clear information and understanding by all parties on 
the value judgements involved. The aim of training in public participation is threefold: 

improved provision of information to the public, 
improved interpretation of information gained from the public, 
improved utilisation of the information gained from the public. 

To achieve this aim, a good understanding of public participation processes and 
training in the areas of communication, evaluation, and environmental education are 
required. 

Communication 
For public participation to be effective it is clearly essential that there is good com-

munication between personnel responsible for the public participation programme and 
the public, and between personnel and policy makers at higher levels. Personnel must 
be in a position both to explain issues and proposals and their implications to the public, 
and to communicate the results of public participation exercises to senior officials. 
Communication skills are also useful in helping to resolve the conflicts that arise be-
tween different interest groups during public participation exercises. 

The importance of the role of personnel as intermediaries between the public on the 
one hand and policy makers on the other must not be underestimated. Since policy 
makers are often under great pressure of time, and do not have the time or expertise to 
make detailed technical studies of an issue, it is important for personnel to reach them 
early on with information obtained from PP processes. This must be clearly and effec-
tively presented in the form of executive summaries, with due regard to timing and to 
overall policy matters, i.e. an awareness of the context of the issue with respect to 
others. An essential skill is the ability to translate technical information into non-
technical language, with value implications clearly spelt out. Ideally, policy makers who 
are involved in public participation should have received some value training. A value 
orientation would provide a common basis for communication between these policy 
makers and environmental administration personnel. 

Evaluation 
Personnel must be able to evaluate the results of public participation, i.e. interpret 

the views of the public. Further, if they are to take account of the public's views in their 
activities and decisions, they must be able to relate the values or particular concerns of 
the public to the choices available. 

When evaluating and using public input information, crucial questions need to be 
asked about what is really wanted from the data, and what can be inferred from what is 
usually descriptive data. A value orientation provides a central theme and focus for in-
terpreting public inputs and incorporating them into decision making. 

Once information from the public has been gathered, the first stage is to sort and 
classify all the responses, oral and written. Categories can be developed along the lines 
of the following questions: 

1. Who is replying? 
Is it the general public, development organizations, conservation organizations, key 

individuals, or others? 
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What are they saying? 
Do they agree or disagree with the proposal under discussion, or do their opinions 

(values) have important qualifications? The responses should be classified; skimming 
through letters and other written responses is helpful in determining the number of 
classes that may be needed. 

Why are they saying what they are? 
Understanding the motivation that underlies a person's stance can be useful. It may 

provide an insight as to the gaps in public knowledge and understanding of manage-
ment goals. It may thus also suggest directions for public environmental education pro-
grammes. 

Where are the responses coming from? 

The geographical location of the letter writer can demonstrate the spatial extent of 
public concern. This in turn may provide personnel with some idea of how local versus 
non-local residents perceive the problem under consideration. Analysing responses in 
this way also indicates where positive and adverse responses are coming from. For ex-
ample, the majority of support for an industrial development proposal may come from 
the area where most of the potential employees live. 58  

Generally speaking, the evaluation, interpretation, and use of public input is an art 
rather than a science. It can be quantified and analysed objectively only in part. 
Although a quantitative approach can be used to classify information, the actual evalua-
tion of the material requires a qualitative approach. The decision maker must evaluate it 
subjectively in terms of values to determine the overall public interest. It is this value in-
terpretation which determines the influence of public participation on the final decision. 
Thus it can be seen that value training is essential to good evaluation. 

Environmental education 
Until people understand why they should safeguard species and ecosystems they will 

not usually do so. Thus it is also essential for personnel to have some training in en-
vironmental education. This type of training aims to assist personnel to show how con-
servation can contribute to the achievement of the values which most concern their 
target audience, whether it be young people, village communities, development groups, 
policy makers, or whatever. Environmental education itself depends on effective com-
munication. 

EAIST provides ample opportunities for public participation training, directly and 
indirectly, in these three areas - communication, evaluation, and environmental 
education. Its emphasis on values is helpful because it enables personnel to identify the 
values underlying a complex issue. They can then present the issue to the public in a 
non-technical and meaningful way, i.e. in terms of value choices. (Public participation 
can become a farce when the value position of an agency is obscured by technical data 
and 'expert' opinion.) Similarly, values provide a basis for interpretation of the views of 
the public, i.e. the preferences of the public can be interpreted in terms of values, and 
thus related to the value options available. Finally, the holistic, interdisciplinary and 
broad-based nature of EAIST means that it provides a good background for promoting 
environmental education among the public. 

More specific training is necessary for teaching the public participation techniques 
described in pages 5 1-54. Lectures, demonstrations, the use of case studies and audio-
visual materials, and role playing can be used to illustrate and teach these techniques. 
However, the value emphasis of EAIST provides a basic orientation and theme for this 
area of training also. 
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CHAPTER VI 
The role of case studies in 

environmental administration 
in-service training 

This chapter examines the use of environmental case studies in training. Case studies are defined and 
described and their value in training is discussed. It is argued that they are usefulfor several reasons. 

Firstly, because their study and analysis require the use of the interdisciplinary, holistic and value-
based approach advocated in EAIST. They therefore serve as a useful toolfor reinforcing and develop-
ing this approach. 

Secondly, they provide a means by which personnel can develop the ability to make generalisations 
and predictions about probable consequences, actions, or behaviour in certain situations. 

Thirdly, experience gained from case studies fosters the ability to suspend judgement until analysis 
is quite advanced, and the development of problem-solving skills essential to good decision making. 

Fourthly, they provide opportunities for personnel to learn to think in World Conservation Strategy 
(WCS) terms. 

Last but not least, they provide aform of 'practical' experience of great value to those relatively new 
to environmental administration, and a means of testing skills in realistic but 'safe' situations. 

Various aspects of teaching case studies are discussed: the teaching situation, the role of the instruc-
tor; likely problems; and suggested procedures. Finally, the writing-up of case studies is considered. 
This is not only a valuable training technique, but can make a significant contribution to the amount 
of case material available for study and analysis in developing countries. 

Case studies 

A case study is a detailed study of a real problem or situation that was (or is being) 
dealt with by one or more public bodies. Case studies involve decisions that have 

been (or have to be) made. Although case studies can be documented by films and slides 
as well as by written forms of communication, this chapter concentrates on cases in 
written form. 

Environmental case studies are case histories of problems and situations in which 
various factors - ecological, resource, technical, social, economic and political - are 
examined in order to determine the critical values and variables considered in decision 
making. 59  They can be divided into four categories: general, ecosystem, species, and 
multiple-use. 

In essence all forms of case study are teaching and training devices: they provide op-
portunities to learn from the experience of others and form a bridge between theory and 
practice. As Dr David Munro (past Director General of IUCN) has said, case studies 
can provide excellent training for environmental decision making. The case study 
method can contribute objectives, goals, methodologies, and strategies for ensuring that 
environmental implications are considered by middle and senior administrators. 60  
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A detailed description of a case study is given below: 

A public administration case may be defined as a narrative of the events that lead to a decision (or 
group of related decisions) by a public administrator (or group of public administrators). Some 
account is given of the numerous personal, legal, institutional, political, economic and other 
factors that surrounded the process of decision, but there is no attempt to assert causal 
relationships... The studies contain much detail and an effort is made to give the reader a 
feeling of actual participation in the action. While background and aftermath may be briefly 
summarised, the main detailed account is confined to a restricted time period. The emphasis 
throughout is on decision making, whether as an act or a process, and rejected and 
hypothetical alternatives are explored. The decision problems selected for treatment 
involve policy (values) rather than technical issues. 61  (Editor's italics) 

The relevance and value of case studies in training for environmental 
administration 

Case studies provide a useful tool in guiding training for environmental administra-
tion along the desired lines, i.e. the holistic, interdisciplinary and value-based approach 
advocated for EAIST. Taking these three aspects one by one, case studies demand a 
holistic approach, i.e. one which considers the complete range of factors involved, if 
participants are to see things as a whole and understand the relationships of the various 
parts. Good case study training will therefore reinforce and encourage a holistic attitude 
in personnel and will promote thinking in ways based on the ecological concepts of in-
terrelationships, interdependence, and balance. It will help to put their administrative 
activities into true perspective, as one part of a complex whole, and will lead to a better 
understanding of the role of public administration in managing the environment. 

The complexity of case studies also illustrates the need for an interdisciplinary ap-
proach. Case study training can expose personnel to the way in which the combination 
and integration of a number of different disciplines can contribute to the analysis and 
solution of intractable environmental problems. It also demonstrates the need for a 
diversity of disciplines to be used, and the value of non-technical disciplines in en-
vironmental administration. Familiarity with the concept and practice of the inter-
disciplinary approach will prepare trainees to use it in their work. Training is always 
more meaningful and useful when applied to real or realistic situations, and case studies 
provide practical experience of interdisciplinary work. 

The study of case histories by a group of trainees tends to emphasise the examination 
of attitudes and values among the group. Mutual comparison of values is bound to lead 
to clashes of values, and can in turn lead to value change. It provides opportunities for 
personnel to discuss and decide their value preferences, and to translate these into con-
crete alternatives. In this way, case study training can lead to knowledge of the means 
(actions) required to carry out one's ends (values). 62  Thus case studies provide an ex-
cellent teaching device for value training as discussed in Chapter III. The processes of 
value awareness, value change, and value clarification can be identified and illustrated 
with reference to the case under discussion, and personnel can obtain first-hand ex-
perience of the usefulness of thinking in value terms in their activities. 

Some authorities argue that decision makers have an obligation to analyse the values 
at stake in terms of ethics, i.e. moral judgements as to right and wrong. This is especial-
ly true of decisions aimed at promoting the public interest, which it can be argued is 
basically an ethical matter. 



Many ethical or moral values have a religious origin, e.g. a sense of responsibility for 
future generations and awe and humility before God's creation. 63  In this connection 
IUCN is currently studying the ethical implications of various religions in terms of con-
servation. This includes a special project on conservation writings of the Koran to bring 
out the spiritual and ethical dimensions for decision makers in (appropriate) developing 
countries. 

Discussion of case studies in training often proves extremely valuable in bringing to 
the fore such ethical questions as: 

"Is my loyalty to my superior, or to his superior or to the organization?" 
"Ought I make this decision in favour of a specific group, or of an undifferentiated 

general public?" 
"Do I, in making this decision in the interests of my employer, commit a personally 

immoral act?" 
Case studies pay particular attention to alternatives, i.e. alternative policies and pro-

posals. This emphasis is particularly useful in conservation and development cases 
where the different alternatives can be analysed in terms of their underlying values. 
This experience can help personnel to select in their work alternatives (values) which 
will contribute to the integration of conservation and development. 

Aims and objectives 
The value of case study training lies not so much in the transmission of new 

knowledge as in the integration and application of existing knowledge and in the 
development of certain skills. The detailed facts of the case are not important in 
themselves, but matter only in so far as they can suggest generalisations. A major aim 
of case study training is to develop in personnel the ability to generalise from the specific 
cases studied. Personnel must learn to observe, to make inferences from their observa-
tions, and to make predictions on the basis of past experience. A knowledge of the 
behaviour associated with certain attitudes and values in case studies can lead to the 
ability to predict behaviour in real-life situations. Personnel come to recognise what 
kinds of conditions induce what types of behaviour. Subsequent cases will either rein-
force previous judgements as regards cause and effect relationships, or require them to 
be modified in the light of new knowledge. 

A second aim of training, allied to the first, is for personnel to develop the ability to 
suspend judgement until their analysis of the situation is quite advanced. Such skills in 
analysis do away with the need for a trial-and-error approach to problem solving. 

Thirdly, case studies of conservation and development issues provide opportunities 
for personnel to learn to think in terms of WCS objectives, and of conservation, 
ecological, social and other environmental values. Conservation and development cases 
should include development projects that have failed to take environmental values into 
account, and conservation projects that have taken too narrow a view of conservation 
and have excluded pertinent social and development values. Case studies of 'failures' 
can illustrate the consequences of not taking important values and considerations into 
account in the decision-making process. (For useful sources of material, see reference 
25.) Analysis of both types can help personnel develop appropriate attitudes and ap-
proaches for more effective decision making and problem solving in environmental af-
fairs. It also provides a good basis for personnel to develop skills in anticipatory policy 
making. The repetition of past conservation and development failures can thus be 
prevented, and successful integration of conservation and development should become 
the rule rather than the exception. 
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Benefits 
Case studies provide a form of practical experience for personnel relatively new to en-

vironmental administration, and a means of testing skills in realistic but safe situations. 
Case studies are useful because they: 

convey vicarious experience of the pressures, complexity, and other aspects of 
governmental operations; 
permit the identification and analysis of problems in realistic situations; 
show the difficulties of applying a textbook principle in real-life situations; 
use real-life situations to enhance understanding of existing theory (including the 
WCS); 
develop an understanding of the interaction in real life of factors which are usually 
studied as separate subjects in universities (interdisciplinary aspects); 
develop the ability to make decisions on the basis of limited knowledge and to main-
tain sound judgement when analysing complex situations; 
convey substantive knowledge. 64  
Their advantages in terms of teaching include: 
the reduction of resistance to learning, and increased involvement of participants; 
(Learning by analysis of case studies rather than from straight theory is easier, more 
interesting, and enjoyable for the student.) 
the exposure of personnel in discussion to different values, approaches, interpreta-
tions, personalities, and the expansion of personnel's perspectives; 
effective learning through empathy as personnel identify with persons in the case, or 
place themselves in different roles and situations; 
active participation in the learning process as trainees relate their individual values to 
value choices in the case study; 
the demonstration of the relevance of involving and integrating the social sciences. 65  

The main characteristics of the case study approach to training are summed up in the 
following extract: 
In general, a case seeks to stimulate the development of insight, the testing of knowledge, and the 
enrichment of analytical skills. ... The learners using the case approach should increase their 
ability to isolate problems and to develop solutions for them. . . . Simply, the case method is a way 
of piggybacking on the experience of others, of adding to a learner's experiential memory bank in a 
convenient and economical way. 66  

Teaching case studies 
As with some other aspects of EAIST (e.g. interdisciplinary aspects), teaching case 

studies is not so much a question of imparting information as of creating the right at-
mosphere and conditions for acquiring values, knowledge and understanding. Thus 
case studies training focuses on the learner and his or her active participation in training. 

The role of the instructor 
The role of the instructor is actively to guide the discussion of a case - putting it in 

the context of a relevant theory or pointing out the theoretical implications, bringing 
out important concepts, asking penetrating questions, stimulating discussion, etc. 
Values, principles and concepts pertaining to the WCS and other conservation 
measures can thus be drawn out from the cases discussed. 



The instructor should encourage the search for general principles transcending in-
dividual cases. This requires the instructor himself to be able to extract and integrate 
theory and principles from specific cases. 67  

In group discussions the instructor plays a discreet but very important role. He must 
co-ordinate and facilitate discussion, but in such a way as to encourage self-initiated learn-
ing among the participants. Self-initiated learning is very conducive to bringing out 
underlying value considerations in the learner and in the case under study. The instruc-
tor can thus provide opportunities for the value training discussed in Chapter III. 

The following principles of self-initiated, self-reliant learning are of particular 
relevance to case study and value training: 

Human beings have a natural potential for learning. 

Significant learning takes place when the subject matter is perceived by the student as 
being relevant for his own purposes. 

Learning which involves a change in self-perception (the perception of oneself and 
one's values) is threatening and tends to be resisted. Such learning is more easily 
perceived and assimilated when external threats are at a minimum. 

Much significant learning is acquired through doing, such as participation in case 
study discussions. 

Self-initiated learning which involves the whole person - feelings (values) as well as 
intellect - is the most lasting and pervasive. 

Learning is maximised when the student participates responsibly in the learning pro-
cess; when he chooses his own directions, helps to discover his own learning 
resources, formulates his own problems, decides his own course of action, lives with 
the consequences of these choices. 

Independence, creativity, and self-reliance are all facilitated when self-criticism and 
self-evaluation are foremost and evaluation by others is of secondary importance. 

The most socially useful learning in the modern world is 'the learning of the process 
of learning', a continuing openness to experience and to incorporation into oneself of 
the process of change. 68  

From these principles a number of guidelines can be derived for instructors leading 
group discussions in case study and value training: 

1. The instructor will influence the initial mood of the group. If his own basic 
philosophy is one of trust in the group and in the individuals who compose the group, 
this will be communicated in many subtle ways. 

The instructor helps to elicit and clarify the expectations and objectives of the in-
dividuals in the class as well as those of the group as a whole. Such objectives provide 
the motivating force for significant learning. 

3. The instructor should try to provide the widest possible range of resources for learn-
ing. 
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The instructor should regard himself as a resource to be used by the group. 

In responding to statements made by individuals, the instructor should recognise 
both the content of the statement and the emotions and feelings behind it. 

The instructor should remain alert to expressions indicative of deep or strong feel-
ings. 

As an 'accepting' climate becomes established, the instructor is increasingly able to 
become a member of the group, expressing his views as those of one individual only. 

In his role as a facilitator of learning, the instructor should endeavour to recognise 
and accept his own limitations. 69  

The role of the instructor requires more skill than knowledge. Although case study 
training is in some ways more difficult than conventional teaching, the skills required 
can be learned, and the case study method is in itself an appropriate way of training in-
structors. 

How to use case studies 

To obtain the greatest benefit from studying and analysing case studies, they should 
be approached in an orderly and systematic way. A standardised approach has two 
main advantages: 

It saves the student time and energy by systematising his work. 

It facilitates comparisons between cases and situations which superficially may ap-
pear very different. Thus it assists in formulating and testing ideas and hypotheses. 

One suitable procedure for description and analysis is outlined below: 

Scene setting: the physical, social, historical, ecological, economic and political con-
text of the case study. 

Persons and organizations involved: the various interested parties, emphasising 
values and value positions. 

Problems and issues: identify and describe these. ('Issues' will include conflict bet-
ween two or more groups over procedural or substantive matters relating to resource 
distribution.) 

Alternatives: the courses of action available, with an attempt to identify underlying 
values. 

Solutions: including means and methods. 

Reasons for the solution selected: analysis of the values, human interactions, and 
power aspects of the decision. 

Outcome: analysis of the final outcome, including consequences, implications, ad-
vantages and disadvantages. 

Generalisations: general lessons for environmental administration - concepts, 
hypotheses, broad principles, empirical regularities, guidelines, etc. 70  
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It is helpful to read a case through once, then re-read it, analysing it according to this 
framework. Of course not every case will fit the above scheme; stages will be missing, or 
require adaptation. 

Written case studies normally include a statement of the outcome, with or without 
discussion of the subsequent consequences. These are called informational case studies. 
For training purposes, however, it is often valuable to stop the reading of the case at 
Stage 4 of the above framework, and to ask personnel to complete it, i.e. to decide on a 
solution, justify it, and predict the results (including any undesirable side effects). This 
is called an instructional case study. For instructional case studies the following more 
general framework may be more useful. It poses a number of questions, as follows: 

What are the facts available in the case? 
What are the assumptions made in the case? 
What conclusions do you draw from these facts and assumptions? 
What theory, common prescriptions, or legal doctrines are relevant to this case? 
What experiences have you had which come to mind when reading this case, and 
what have you learnt from these experiences that will help you here? 
What recommendations do you make, for whom, and why? 71  

The use of instructional cases encourages active participation and self-initiated learn-
ing. They help personnel learn to understand and analyse complex issues and situations 
and to make decisions about real problems on the basis of limited data. (The instructor 
should act as neutral chairman in this process.) 

Informational case studies - which give the full story - provide opportunities for 
training in other aspects: It is useful to be able to look back and analyse a decision and 
its consequences from a historical perspective. Informational case studies require a 
lower level of participation and involvement from trainees and are thus more suitable 
for use with groups who need some exposure to the case study approach but who are not 
receiving in-depth training. It should be noted, however, that in practice informational 
case studies instruct, and vice versa. 

Approaches and techniques 
Case studies vary widely in their applicability and value in training, depending on 

the composition of the group, the particular objectives of the training session, and the 
type of case. The instructor must assess the suitability of cases for EAIST. For example, 
some may pose only certain types of problem or deal with only certain subjects. Some 
may not lend themselves to particular approaches such as role playing or simulation. 
They can be used in ways other than group discussion - as straightforward supplemen-
tary reading, for instance, or to illustrate particular teaching points. While most case 
studies are presented in written form, case study training can make use of films, slides, 
audio-visual and oral presentations, simulation games, and field trips. The instructor 
must decide what is most appropriate to the situation in hand. 

A number of techniques can be used to increase understanding and promote active 
participation in case study work. 

1. Role playing often enhances the interest and identification of personnel with 
characters or interest groups in the case study. Insights can be gained if personnel are 
asked to argue the case of individuals whose value system is very different from their 
own. 
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The trainees can be split into small groups, each of which illustrates a different 
approach towards the problem under study. For example, one group can analyse a case 
study from a WCS perspective, while another adopts a more traditional approach to 
development. Comparisons of this kind provide practical illustrations of the way in 
which WCS principles could have been used in the past to integrate conservation and 
development, and of how they can be applied in real situations in the future. 

A local case study in the form of a natural resource or development problem that 
has been (or still is) an issue will usually be within reach of most training locations. The 
use of such local examples provides excellent opportunities for learning through first-
hand experiences. Local officials and others who actually participated in the case can be 
invited to make presentations or to answer questions. In some instances, it may be 
possible to arrange for a panel of local people to make presentations covering a range of 
aspects of or views on the issue. Field trips to the actual site to see the results can be 
made. 

An Environmental Impact Assessment (EIA) approach to case studies can be 
adopted, i.e. the thinking and procedures of ETA can be applied to the case in hand. 

This would involve the following procedures: 

project description; 
description of the natural and human environment; 
study of the anticipated impact of the project on the environment, including the 
human community; 
discussion of courses of action to mitigate the impact; 
discussion of possible alternatives to the proposed project which would attain the 
same or similar objectives; 
recommendations as to whether or not to proceed with the project (or which alter-
native could have been selected to reduce or remove the negative consequences of the 
project). 
The ETA approach involves the prediction, interpretation and communication of in-

formation about the effects of an action or project to ensure that ecological and social 
considerations and values are included in judgements and decision making. By compar-
ing the case with the ETA, personnel are able to identify whether such considerations 
and values were incorporated - they can see for themselves the consequences of omis-
sion and the importance of inclusion. 

Analysis of decision making 
A case study can be good for training purposes, not because it illustrates a good or 

bad decision, but because it portrays how people react or make decisions when informa-
tion is limited or incomplete. At the time, people usually think that the decisions they 
make in problem situations are the right ones, or at least preferable to the alternatives 
available. The case study gives a 'close-up view' of the way personnel actually cope with 
the situation. In training, special attention needs to be given to the following: 

how personnel made an estimate of the situation; 
the various alternative solutions they considered or ignored; 
the interactions among personnel and the agencies or units to which they belonged; 
the confrontations and arguments that went on and the compromises arrived at in 
decision making. 

The aim is to picture and analyse as clearly and fully as possible the dynamics that 
precede and follow the making of a decision. 72  
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Problems 
Hazards in the use of case studies include: 

getting distracted by minor issues; 
becoming overconcerned with the detail of a particular case study rather than with 
the general principles and concepts to be learned from it; 
permitting the drama and interest inherent in some cases to overcome the need for 
serious analysis. 
Instructors must try to avoid these pitfalls and focus on the common elements and 

generalisations to be found in a variety of cases. 
A common feature of case study training is the anxiety of students to have more facts 

about a case. They tend to think that if only they had more facts they could resolve the 
dilemma over value choices. Alternatively, 

students often  try to make the ethical (value) dilemma go away by 'patching up' the case 
suitably. Part of the instructor's task should be to indicate that more facts need not make the case 
easier to resolve; they may make it even more complex, therefore harder. It is also useful for 
instructors to insist that the facts of the case be left as stated, thereby forcing students to come to 
grips with the hard problems that they will face as practising professionals. ' 

Another common problem is that of students in a class side-stepping the issue when 
the time comes to offer a solution to an ethical problem. One way round this is to split 
the class into groups and ask each group to come up with a solution. Each group later 
presents its decision and the reasoning behind it. This demonstrates to students that 
even after ample time for discussion and reflection, reasonable people may disagree 
about what is the right thing to do. 74  

Writing case studies 

Although some published case studies do deal with conservation and development, 
directly or indirectly, those available may not be relevant to the training situation in 
hand. This is particularly true in developing countries where there is often a shortage of 
documented case studies. There is therefore a need to encourage the writing up of cases 
to increase the amount of relevant material available for study. This can be done by 
commissioning universities, public administration agencies, institutes, consultants or 
other trained personnel to research and write a particular case study. In addition, it can 
be valuable to include the written preparation of case studies in training programmes 
for environmental administration. This section deals with the writing up of cases as a 
training exercise. 

An advantage of writing case studies is that it gives trainees opportunities to observe 
and appreciate in depth the complexity and ramifications of the administrative process, 
together with some experience of research aimed at getting to the root of a problem. 
'Failures' as well as 'successes' in terms of conservation and development should be 
written up; as we have seen, both are useful in training. 

Approaches and techniques 
Environmental case studies can examine problems on different scales - local, 

regional and national. For training purposes, the problems selected for case study 
writing should, as far as possible, be fairly general and universal rather than unique and 
transient, or they will be of limited relevance and value afterwards. 
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In choosing the subject for a case study, the following should be borne in mind: 

the situation should pose a complex problem with no easy answers; 
the problem should be one that is common or recurring; 
the situation should relate clearly to training objectives; 
the agencies and individuals who participated should be willing to supply candid in-
formation to the writer. 

NB A good case preparation requires the collaboration of individuals who were in-
volved in the original situation. The principal participants should be briefed on the pur-
pose and methods of the case study. Needs for information and documentation, in-
cluding any restrictions, should be discussed and authorisation obtained. It may be 
helpful to designate a formal liaison person from each organization involved. 75  

Cases should of course always represent real situations and actual events. The studies 
should be presented as objectively as possible, with a conscious effort by the writer to 
exclude his own opinions and value judgements. The basic task of the writer is to 
organize and present the subject of the case study in such a way that the reader will be 
able to understand the problem and the reasons behind the chosen solution. This means 
the following elements must be present: 

a detailed, factual account of the actual event or situation; 
attribution of actions and decisions to the individuals and groups who performed 
them; 
adequate background information so that the reader can understand not only what 
occurred, but why, how, and by whom actions and decisions were made. 76  

Case writing demands an interdisciplinary approach. A fairly broad familiarity with several fields 
is usually required and a simple briefing on unfamiliar areas or disciplines may greatly increase 
understanding of the case. 
Collecting sufficient background information is an important aspect. Unless the writer is 
personally acquainted with the case in question, it is useful to spend a little extra time on 
background research, even though the case itself will probably contain a summarised account only. 
The basis of a case study is the information collected during interviews and from documents and 

files. The first round of data collection should prepare the writer to write a synopsis of events and 
to assemble a detailed list of remaining questions. Follow-up interviews with selected persons 
should complete data collection requirements for a first drafi. 77 

While the writer should try to remain objective in his account of the case, case studies 
are inevitably not entirely theory or value-free. It is a structured account, not merely a 
chronology of events, and the structure imposed by the writer will reflect his own view 
of the case to some extent. The final narrative represents his conception of how the 
events are related, causally or otherwise. Case study writing requires such a conception, 
together with a sensitivity to the crucial elements of the case, for the essential facts to be 
recognised and extracted from the mountain of data. 78 

The writing of the case study must be clear and systematic, and can be structured in 
the following way: 
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CASE STUDY FORMAT 

Preliminaries 
Title 
Give a proper title to convey the subject of the paper and something about the approach 
used by the writer. 

Introduction 
Explain what the case study is about and how it is organized. Describe the purpose of 
the case study. Identify the writer and major contributors. 

Body of case study 
Statement of the problem 
A case study documents the attempt to resolve a problem or issue and attempts to solve 
it. There should first be a clear statement of the problem and of why it is important 
and/or complex. The scope of the problem should be clearly defined, and the values in-
volved stated explicitly. Any discussion of the problem should be based on its universal 
and on its unique aspects. It should be placed in perspective by showing its relationship 
to other natural resource and environmental issues. 

Setting/background 
(This section establishes and describes the context of the subsequent intervention 
and/or development.) 
Define and describe the study or problem area. Describe the ecosystem and/or natural 
resources, including their status, distribution, abundance, and interrelationships. Sum-
manse the history of the area, including human use and modification, and its results. 
This should also include a description of past changes and current trends in natural 
resource characteristics, and their social and cultural aspects. 

Constraints 
(Limitations and restrictions on decision making for integrating conservation and 
development.) Examine the available for reliability and completeness; identify 'gaps'. 
Describe natural resource conflicts in relation to the political and governmental 
framework, to social and economic conditions, to values, and to cultural and religious 
characteristics. Describe institutions and interest groups, including their values, 
organization, and membership. Discuss limitations related to political and public sup-
port, cost, shortages of qualified personnel, etc. 

r;i 



Intervention 
(This section is used to describe the programme or development that is designed to ad-
dress the problem or issue.) 
Describe previous efforts to address this issue, including their results and effects. Ex-
plain the origin and justification of the current programme or development. Describe 
how the problem was analysed, who participated, what decisions were made by whom, 
and what actions were taken. 
Describe the programme, including its values, objectives, and evaluation criteria. 
Discuss how human and financial resources were allocated and how conflicts and in-
teractions with internal and external groups and programmes were handled. 

Results 
(This section describes the outcome and consequences of the programme or develop-
ment.) 
Evaluate the results according to the prescribed criteria. What and how much changed 
due to the programme or development? What interrelated changes occurred in the 
social, ecological, political, and economic areas as a result of the programme or project? 
Was there disagreement and value conflict about the results? 

References 
(This can be a list of references and suggested readings in addition to the works cited in 
the text of the case study.) 

Optional sections 
Epilogue or Postscript 
This section may be used to include last-minute details or new events and to present ad-
ditional results or new findings. 

Appendices 
An appendix should be used sparingly for material that is essential to the case study, but 
too long to include in the text without unduly interrupting the flow. (The case study 
should be able to stand alone.) 
For case studies written as part of training programmes, it is valuable if the writer ends 
with a section of conclusions (this will obviously be a personal interpretation of the 
situation, and should be understood as such). 

Conclusions 
(This section should summarise the points and highlights of the problem or issue and of 
the intervention.) 
Discuss and analyse the major principles that were demonstrated. 
State any generalisations that can be made, and their wider applicability. 
Are there unique or universal conditions in this case? 
Are there plans either to continue or to end the programme or development, or parts of 
it? 
Are there new approaches, programmes and developments under way or being con-
sidered? 
What successful or unsuccessful approaches can be recommended or avoided in future? 
What was learned? 79  
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It can be argued that the heart of the case study is the exploration of the alternative 
courses of action open to the decision makers. Case study writing can highlight these, 
particularly alternatives that were rejected or even unnoticed at the time. It thus pro-
vides the information from which the decision-making process can be analysed after the 
event. 

It should be clear, however, that there is a difference between making a decision 
under pressure in what may be a confused situation, and analysing it afterwards with all 
the information to hand and with the benefit of hindsight. Lessons can be learnt from 
the analysis of decision making, but it is not for the case study writer to be critical of a 
decision maker in his writing up. 80  Rather, he should enable the reader to judge for 
himself whether, under the circumstances, the decision was a reasonable one. 

There are other approaches to case study writing, and these can also be used as the 
basis of exercises in training. For example, the case study can be written from the point 
of view of a specific person, even if that person does not appear directly in the case. 81  
Alternatively, the focus can be shifted from one person or group to another during the 
case. In this way the reader is informed about the controversy from the viewpoints of 
the various interacting groups. The value of this approach for training purposes lies in 
the fact that the writer develops a thorough understanding of and insight into the at-
titudes of the different participants. This will, it is to be hoped, make him more percep-
tive about and sympathetic to the concerns of such groups in the future. There are two 
problems with this approach, however: 

'Multiple focus presentation', as it is called, depends on the availability of sufficient 
data from a number of groups, rather than from just one. 
The shifting of focus may cause the reader to concentrate too much on certain parts 
of the case. To help the reader keep a broad perspective, it is possible to give an occa-
sional presentation of the overall point of view. 82 

Thus it can be seen that the writing up of case studies has a variety of applications in 
training and can be a valuable extension of case study training for environmental 
administrators. 
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