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The benefits of bringing women into
ranger workforces — for women, for
conservation, and for the workforces
themselves — are abundant and
evident; the costs of not doing so are
high.

Towards Gender
Equality In The Ranger
Workforce:

Challenges & Opportunities

This report is the first comprehensive and global analysis of the challenges and
opportunities for bringing gender equality into ranger workforces. The Universal Ranger
Support Alliance (URSA) would like to thank the Swedish International Development
Cooperation Agency (Sida) for funding the work under the Voices of Diversity Project.
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FOREWORD

Aerial view of deforestation of the Amazon rainforest, in Maués, on
december 11, 2020. © Andre Dib / WWF-Brazil



| hope this report
will encourage
us to find ways
to address

this shocking
Injustice.

DR. JANE
GOODALL

Primatologist and Environmental Activist

Rangers are at the heart of nature protection and conser-
vation. They are the often-unsung heroes and heroines
of the desperately important effort to protect wildlife.
Those on the front lines risk, and too often lose their
lives, in the course of duty as they come into contact with
poachers, especially the armed gangs of the cartels of the
illegal wildlife trafficking. But being a ranger doesn’t only
mean being a law enforcement officer — there are ranger
educators, wildlife researchers, visitor guides and those
responsible for liason with communities.

Until relatively recently it was rare for a woman to be
part of the ranger force, especially working on the front
lines. But although this is gradually changing, the hard-
ships they face just because they are women, can seem
overwhelming.

For one thing, being a ranger lies outside the bounds of
female stereotypes and norms. Ranger workforces are
mostly male domains, and women who do enter these
domains are often made to feel unwelcome

This is unfortunate as it is vitally important that we
welcome women into ranger ranks. Those who succeed
have proven to be quite as dedicated and successful as
their male counterparts and in this time of environmen-
tal peril, we cannot afford to exclude their contributions.
Further, men and women equally benefit from diverse and
inclusive workplaces. | salute those persistent women
who have succeeded in entering the ranger force and
forging pathways for other women who will be inspired
to follow in their footsteps.

This comprehensive report details not only the challenges
faced by women and the important role they can play in
ranger work forces; it also describes the vital role that the
world’s rangers play in protecting the natural world and
educating people about the importance of maintaining
a balance between the natural world and human activi-
ties. Shockingly they are too often expected to carry out
their duties with far too little support. Few rangers in the
world have adequate equipment, pay, or training. | hope
this report will encourage us to find ways to address this
shocking injustice.



© Peter Chadwick
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With this work
we also celebrate
those that took
this path.

DR. PAULA
COELHO

Secretary of State for Biodiversity,

Government of Angola and Founder
of Game Ranger Association of Africa
- Angolan Chapter

When you learned that you should be considered, despite
believing you are insignificant, you drew the attention of
the world. Through the darkness came a light, an opportu-
nity, for a woman to become a professional and to support
her society. An opportunity to become aranger. Awoman
ranger.

With this work we also celebrate those that took this
path, man and woman, those that took this opportunity
to become a ranger and make a difference in the fight
against the illegal exploitation of wildlife. To work with
communities and to empower others. As female rangers
we stand strong and speak out to be heard in order to
empower others like us, rangers or not, to recognise their
power to make a difference. We believe we are now being
heard. As a ranger we are protectors of nature but we
importantly also exist to serve our communities.

This role has helped shape me into the person | am today.
The path to become a female ranger and later, moving
from ranger to politician, was not easy but it is one | would
take again given the opportunity. At heart, | am forever a
ranger. | would like to thank the IRF and Game Rangers
Association of Africa for their support and for the oppor-
tunity tospeak on behalf of all female rangers. We will
continue to work as a collective to support all rangers,
men and women, to carry out their vital roles and services
to society.



As we rise to the
challenge of protecting
planet and people,
barriers to employing,
training, promoting
and supporting female
rangers must be swept
away.

LINDA
NUNN

Vice President,

International Ranger Federation

© Tom Vierus / WWF-US

As many across the world look to tackle the biodiversity
and climate crises, rangers are on the front line; at the
sharp end. All available resources must be brought to
bear to underpin their work and the most important is the
human resource; rangers themselves.

Some will be surprised to learn that female rangers
only make up between 3%-11% of the ranger profession
worldwide. Bringing a host of inherently unique skills,
knowledge and perspectives to the sector, female rangers
bring a distinctive and additional dimension to the work of
rangers. We will continue to celebrate endless examples
of the hard work, expertise, dedication and commitment
of both men and women rangers across the continents but
this report brings together and highlights, for the first time,
the immense challenges faced by many female rangers.

As we rise to the challenge of protecting planet and
people, barriers to employing, training, promoting and
supporting female rangers must be swept away. Equality
of opportunity and support is key to enable conservation
to benefit from the immeasurable added value the female
ranger brings.

Dr.Joni Seager and all who contributed to this report
should be congratulated; it is a thorough and detailed
document providing robust recommendations for much
overdue work ahead. It is sometimes a troubling read; the
situations some female rangers find themselves in are
intolerable and quite frankly shocking. The International
Ranger Federation will work hard to ensure the discrim-
inations, attitudes, prejudices and behaviours towards
women rangers highlighted in the report, are addressed
and assigned to history.

Only then can the world family of rangers truly utilise all the
human resource available to it to protect this wondrous
planet that is our home.
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INTRODUCTION
AND KEY TAKEAWAYS

Ninfa Estrella Caranil, a park ranger from Colombia, docks her boat
after returning from a routine boat patrol. © ProAves



Introduction

Bringing women into the ranger workforce is an important human rights and
equality goal in itself. Further, there is evidence that women bring skill sets
and strengths to ranger workforces that are different from those of men.
Evidence, presented in this report, suggests that bringing gender equality
into the workforce has the potential to improve conservation, relationships
with communities, park management, and wildlife management.

The Chitwan Declaration, signed at the World Ranger Congress in 2019
identified improvements needed to support rangers and to upgrade their
work conditions (International Ranger Federation 2019). Integral to this, the
Declaration also committed to broad gender-related goals: gender-equal
opportunities in hiring, pay, and promotion in the ranger workforce, as well as
appropriate measures to provide safety and support for female rangers.

The Universal Ranger Support Alliance (URSA) is a global coalition of
conservation groups formed to support rangers, to help implement the
Chitwan Declaration through a global action plan to address the challenges
that rangers face. As part of their efforts to do so, URSA initiated this study
to map the contours of the gender imbalance in the ranger workforce and
to identify the obstacles and challenges that women face in entering and
thriving in the ranger workforce.

The remit for this study was to produce an evidence-
based assessment of gender dynamics in ranger

workforces, the challenges and best practices on the
pathway towards gender equality.

8 | Towards Gender Equality In The Ranger Workforce: Challenges & Opportunities



This report relies on four
main sources of evidence:

1. Quantitative data collected in the “Ranger Perception
Survey (RPS).” The RPS was a global survey conduct-
ed between 2016-2019; more than 7000 rangers from
28 countries participated in the survey. A synthe-
sis of some of its findings was published in Life on
the Frontline 2079: A Global Survey of the Working
Conditions of Rangers (Belecky, Singh and Moreto
2019) and several Phase 1 pilot study regional summa-
ries were also released between 2016-2019. This
report presents an analysis of the original RPS survey
data, disaggregated for gender and regional findings.
Where data in this report are attributed to the “Ranger
Perception Survey,” the information represents original
data analysis from the survey database. The survey
database itself remains unpublished and is not in the
public domain.

2. Qualitative evidence from interviews. Personal inter-
views were conducted with more than 40 frontline
rangers, managers and conservation experts from
December 2020 to March 2021. Interviews were confi-
dential, and many of the interviewees asked to remain
anonymous. Those who agreed to be identified are
included in the Acknowledgements.

3. The secondary literature on rangers and ranger-related
conservation. This included a review of English, French
and Spanish language publications.

4. A Chitwan Declaration “white paper” pilot project exam-
ining the gender imbalance in the ranger workforce,
published in 2021 (Seager, Bowser and Dutta 2021).

A ranger from Dongning Forest, China
records her observations during patrol.
© Dongning Forestry Bureau / WWF




Rangers from Triveni Forest in the Terai Arc
Landscape, Nepal, head out on their daily evening
patrol. © Prasiit Sthapit / WWF Nepal




Key
takeaways

Very little information is available on women'’s contribu-
tions and experiences in ranger workforces. There is no
common database on the numbers of rangers overall, nor
on the proportion of women.

© A‘'bestestimate’is that 3 — 11% of rangers, on
global average, are women. The greatest represen-
tation of women in ranger workforces seems to
be in Iceland, at more than 70%; in many countries,
there are no women rangers.

© Thisis the first comprehensive analysis of the
Ranger Perception Survey data that disaggregates
gender patterns.

Women are eager to be rangers and, like men, find
great satisfaction in their jobs, as well as much-need-
ed employment opportunities. But the challenges and
barriers to women are distinctive.

© One category of barriers is women-specific — such
as gender norms of appropriate behaviour for
women that deter them from taking jobs seen as
physically demanding.

© Then there are generalized obstacles to attracting
and retaining a professional ranger workforce, such
as low pay, poor equipment, and limited training
opportunities. These affect men as well as women,
but with gender-differentiated effects.

More than just being male dominated, ranger work has
a ‘macho’ representation. In some measure, this derives
from the origins of the profession — derived mostly from
law enforcement and militaries.

© The narrow and male-dominated public image of what
a ranger does, and what a ranger ‘looks like’ deters
women.

Common women-specific barriers include:

a. Women rangers experience pervasive and extraor-
dinarily high levels of violence and harassment
- from fellow rangers, from supervisors, and from
community members. For example:

© Inthe Africa region, the percent of women

®©

NEXT PAGE

Common women-
specific barriers
continued
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who experience sexual harassment from their
supervisors is double that of men;

© In SE Asia, 74% of women say they fear repri-
sals from their coworkers were they to report
corrupt or illegal activities, compared with
49% of men who fear reprisals;

© Onglobal average, men rangers experience d.

more threats and abuse from communi-

ty members than women; 26% of women
rangers and 36% of men experience threats
from community members.

© Inthe conservation sector in Viet Nam (not
only rangers), one study found that 4 out of

© Inthe South Asia region, 86% of male rangers
compared with 58% of female rangers are
married.

© Inthe Latin America and Caribbean (LAC)
region, 73% of men rangers have children,
compared with 51% of women.

Women rangers are often slotted into secretarial
or administrative jobs, regardless of their qualifica-
tions for other ranger work.

7 men, and 6 out of 7 women experienced
sexual harassment

Dominant gender differences in ‘general’ barriers
include:

© Among employees of the US National Park

Service, ina 2017 survey, 18% of women, and a.

6% of men reported that they experienced
sexual harassment; 42% of lesbians, 36% gay
men, 3% heterosexuals experienced sexual
orientation harassment.

Harassment is exacerbated by the absence of women
managers, and the fact that almost no ranger employers

have strong equality and anti-harassment policies. Male b.

managers also tend not to understand the obstacles
women face:

© Inarecent study in Europe, only 13% of male
PA managers perceived obstacles preventing
women from accessing executive positions;
40% of female managers expressed aware-
ness of obstacles.

b. Everywhere in the world, social norms of gender-

appropriate behaviour inhibit women from taking up C.

ranger work.

c. Becauseranger work is primarily structured on a
male model, it is especially difficult for women to
reconcile family life with being a ranger. Women
rangers as a group are younger, and have much
lower marriage and having-children rates than male
rangers. For example:

12 | Towards Gender Equality In The Ranger Workforce: Challenges & Opportunities

Women in much larger proportions than men don't
know their job rights.

© Forexample: Globally, 32% of female rangers
are unsure about whether their employer is
required to provide a notice of termination,
compared with 20% of men who are unsure.

In much of the world, both men and women rangers
are not on permanent contracts but it is worse for
women.

© Forexample: In Africa, 31% of men, and 38%
of women are not on permanent contracts;
the lowest rate overall is in the Latin America
and Caribbean region, where 53% of men
and 60% of women are not on permanent
contracts.

Globally, women rangers receive more training than
men in navigation and tracking. In SE Asia, the gap

is notably large: 71% women / 41% men get naviga-
tion training, 57% women/34% men receive tracking

training.
NEXT PAGE
@ Dominant gender
differences in

‘general’ barriers
continued



Regional patterns of gender gaps vary tremendous-
ly in terms of access to equipment, and provision of
basic supplies and protections. On global average,
women rangers purchase more of their equipment

at their own expense than their male peers:

© boots: 68% of women

buy out of pocket, 61% men,
© uniforms: 57% women, 42% men,
© weapons: 14% women, 7% men,
© tents: 54% women, 45% men.

There is almost no analysis of distinct barriers (or
opportunities) experienced by racial, ethnic or sexual
identity minorities.

© Non-ranger social analysis establishes that these
identity and intersectional effects are likely to be
very significant.

07

A high proportion of men and women rangers believe

that their relationships with communities are good, and

that their job success depends in part on community
information.

© Inthe Latin America and Caribbean region, 95%
of women rangers and 86% of men say that their

communities trust them; trust levels are lowest in

Africa where 80% of women and 78% of men say
the same.

Women's empowerment is closely linked with environ-
mental sustainability. The corollary of this may be that
bringing gender balance into the ranger workforce can
expand capacities and perspectives on conservation,
sustainability, and resource management.

Women bring different skills and interests to ranger
work:

© Women as a whole have different environmental
perceptions and attitudes.

© Inlaw enforcement or possible conflict situations,
women tend to have de- escalation and negotiation
skills.

© Women rangers may be better at ‘details’ (including
keeping patrol logs) than men.

© Women rangers may have better access than men
to different constituencies (especially other women)
in communities. Whether for information-seeking
purposes, or gathering enforcement intelligence,
women can expand the reach of ranger networks.

The best practices to support gender equality in ranger
work fall roughly into four categories:

© making space for women, including targeted train-
ing opportunities,

NEXT PAGE

Best practices
continued
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making visible and protecting against Gender-Based Violence (GBV),
centering human rights and gender equality in global ranger initiatives,
modifying recruitment and promotion based practices, and providing
role models.

Specific practices that facilitate women'’s integration into ranger workforces
include:

©
©
©

women-specific training opportunities,

critical-mass hiring of women (not just one by one),

strong mission statements of commitment to gender equality, and
enforceable and enforced policies of zero-tolerance for harassment,
women's and LGBTQI-specific ranger and conservation associations, both
formal and informal,

training programmes for men on gender equality.

Gender and intersectional diversity in representation within organizations
is an effectiveness amplifier — in project planning, programme devel-
opment and execution, priority-setting, decision-making groups. The
likelihood of better decision-makingis amplified when representatives

of the whole - not just half — of the population have the opportunity to be
involved.

Ranger employers, associations and conservation organizations can take the

lead in modelling commitments to social change in women's empowerment.
To the extent that these entities demonstrate commitments to women's
empowerment and to gender inclusivity within their own organizations and,
importantly, through projects and programmes, they can be powerful influ-
encers in changing socially dominant norms — norms that are damaging for
men as well as for women.

14
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is amplified when
representatives of the
whole - not just half -
of the population have
the opportunity to be
involved.
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AND DATA
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Definition and data
problems

One of the challenges of investigating the state of the ranger world is that
there is no stable or shared definition of what defines a “ranger.” Even the
terminology varies considerably from place to place — people who do ranger
work may be called wardens, environmental shepherds, custodians, scouts,
guards, interpreters, wildlife monitors, patrollers or defenders, among other
designations.” Some park services distinguish formally between job functions
in their employment structure: for example, the US National Park Service hires
people under categories such as “Law Enforcement Ranger” and “Interpretation
Park Ranger;” the South Africa National Parks system similarly distinguishes
among ‘environmental management inspectors, ‘community outreach rangers’
and ‘law enforcement rangers.

The 2021 “Code of Conduct” may help to resolve some of these complications
(International Ranger Federation 2021). The Code of Conduct was developed
following a global, iterative consultation process with rangers, ranger asso-
ciations, ranger employers, national and regional governments, human rights
organisations and other relevant stakeholders. The key purpose of the Code
of Conduct is to build and strengthen the reputation and understanding of the
sector, provide an operational framework for rangers and supporters of the
profession, and promote implementation of globally accepted best practices.
In the course of establishing these principles, the Code also defines the roles
and activities of rangers. Despite the Code’s development of a common basis
for defining rangers and their activities, communication around the ranger
image remains a challenge.
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The definitional
problem

While there is no cross-national study of public percep-
tions of ‘rangers, in popular culture the overwhelming
impression is that being a ranger usually involves being
outdoors, having a uniform, and most likely having a law
enforcement role (which in many places in Africa and in
the United States also means having a gun).

Streamlining a definition of “ranger” may seem to be low in
the pecking order of problems, but several interviewees in
this study mentioned that confusion about what a ranger
does is an impediment to bringing women into the ranger
workforce — or, rather, that the typically narrow represen-
tation of ranger work (as law enforcer and authoritarian)
is an inhibitor for women and girls. Several rangers listed
the wide variety of tasks that rangers perform: environ-
mental education, host for visitors to protected areas, pest

control, repairing fences and park structures, biodiversi-
ty monitoring, map-making, keeping censuses of plants
and animals, wildlife tracking, monitoring and assisting
wounded animals, assisting people using the PA who have
accidents or get lost, planting and ecosystem restoration,
among others; if there were more messaging about the
diverse span of roles that rangers perform, they said, more
women and girls might see pathways for themselves into

this profession.

Several interviewees for this study suggested that the
name “ranger” needs to be changed — while it is a term
of great pride, several people said, it is too connected to
a male stereotype and ‘old-style’ conservation. Others
suggested that the messaging about rangers may be the
core problem rather than the terminology itself.

Figure 1: The main characteristics of a ranger as
perceived by Kenyan young people in a 2018 survey
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The data
problem

The definitional problem also bears on the lack of data about
women in ranger workforces. In the first instance, this infor-
mation is not regularly collected except by a very few PA or
parks organisations. There is no common database, and no
shared understanding of the importance of collecting sex- or
gender-disaggregated data. Moreover, in many countries
the total ranger workforce may be under the jurisdiction of
a mix of public and private entities, and there is very little
cross-sector data availability or sharing (even if the baseline
data are collected). Any given manager, particularly of a
small ranger force, might know how many women and men

are in their ranger complement, but there's no ‘place’ for this
data to be reported or collected. This baseline data problem
may be addressed in the 2020 ranger census conducted by
IUCN-WCPA, Re:wild (formerly Global Wildlife Conservation)
and WWEF that will be published in 2021.

In the absence of that census, the best guess is that on
global average women represent 3 — 11% of the ranger
workforce (Belecky, Singh and Moreto 2019). Detailed data
are scattered and idiosyncratically specific.

>70°/0 Iceland®

200/ Quebec, Forest
O Rangers™

380/ USA (of ‘permanent
0 employees in National
Park Service’)

20% Forest Ranger

workforce'®

~25% Switzerland™
1 40/ Morocco Forest
O Administration™

250/ Ecuador, Area

O Nacional de
Recreacion Isla
Santay °

Ghana Forestry
Commission’

6% Wildlife Division

1 3% Forest Services

(includes rangers)

1 7% Argentina®

PROPORTION OF WOMEN RANGERS

Identified as a proportion of the ranger workforce in:
2016-2019. Ranger Perception Survey (“Frontline”): 11%,
2016. WWF. Ranger Perceptions, Africa: 19%, Asia: 3%,
2019. WWF. Ranger Perceptions, Latin America: 13%,

© Figure 2: Known or best-estimate proportion of rangers who are women (selected examples only)

~1 5% South Africa'

2018. GWC. Ranger Perceptions Survey, Central America: 8%.

Global Average
Estimate?

3-11%

DR Congo,
4% Virunga
National
e

0y DR Congo
25 /° Forestry®

250/ Australia Parks
0 victoria*

1 1 % Malawi®

30% New Zealand™

Included in consultations for draft ranger
Code of Conduct:

First consultation, 19%;

Second consultation, 14% (IRF 2020).
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Diversity of
ranger roles

T A SV llian Gonzalez, a ranger based in Nexaca Protected Area, Mexico,

Courtesy of The Game Rangers Association of Africa’s Ranger
Legacy Project. manages a fire. © Hector Gardufio

Nyul Nyul, Bardi Jawi Oorany and Karajarri women ranger teams transforming native plants into traditional

bush products for community-based social enterprises in the Kimberley. © Kimberley Land Council
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Lead ranger Smritee Lama and her team from Chitwan National Park, Nepal, examine a rescued ill white rumped

vulture, a critically endangered species. Smritee found the vulture struggling to survive in the forest and brought it

to a vet's attention. © Smritee Lama

Rangers conducting estuary fish monitoring and research in Garden

Route National Park, South Africa. © Peter Chadwick with images

courtesy of the Game Rangers Association of Africa Ranger Legacy
orients her team during a camera trap placement mission. Project, an initiative to raise the profile of Africa's rangers and show-
© Panthera / DNP / WCS case theirimportant and diverse roles in conservation.
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The question of why there
are so few women in ranger
workforces might be viewed
through two lenses.

Barriers, obstacles, and
challenges

Working with the Ranger Perception Survey (RPS) as a primary evidence base, the question
of why there are so few women in ranger workforces might be viewed through two lenses:

1. Women-specific barriers: One category of barriers primarily affects women — such as
gender norms of appropriate behaviour for women that deter them from taking jobs
seen as physically demanding, or pervasive levels of gender-based violence.

2. Gender differentiated effects of general barriers: Then there are generalized obstacles
to attracting and retaining a professional ranger workforce, as reported in the Ranger
Perception Survey and outlined by URSA's Action Plan,'” such as low pay, poor equipment,
limited training opportunities. These affect men as well as women, but often in different
ways — the implications and consequences are gender differentiated.

There is an overlap between these two sets of barriers, but they are distinct enough to be
treated separately.

This two-part approach to understanding the challenges of women in the ranger workforce
is also informed by an insightful study of the barriers reported by women in US conservation
organisations that identifies six categories of gender-related workplace challenges: salary
inequality and difficulty negotiating, formal exclusion, informal exclusion, harassment and
inadequate organisational response, assumptions of inadequacy, and assumptions of
wrongness (Jones and Solomon 2019b). Women in the ranger workforce encounter all six
types of challenges.
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Stepping out of place

Most analysts and interviewees observe that “cultural norms” or “social
tradition” are among the biggest obstacles to women joining ranger ranks
(Strobert-Beloud 2015; Tobeth 2006; Seager, Bowser and Dutta 2021; Eaux
et Forets 2019). The pressures on men and women to perform and display
behaviours of ‘appropriate’ femininity and masculinity shape everyday life as
well as work and family trajectories.

The notion that women should be home-and family-centered has strong
social sway across cultures and countries. Everywhere, culturally
entrenched gender norms, presumptions, and traditional attitudes, often
internalized and expressed by women as much as by men, hold women
back from participating in activities that are variously defined (rightly or
wrongly) as being “outdoors,” physically arduous, possibly dangerous, or
technically and scientifically oriented.

There is particularly strong cultural disapproval of women participating in
ranger work that is known or imagined to be acutely dangerous or work that
is likely to involve armed conflict. To the extent that ranger and conservation
protection, particularly in some regions in Africa, increasingly involves arms
and armed conflict with poachers, the dissonance with femininity- appropri-
ate gender norms is also likely to increase.

Men, conversely, are viewed as being more “naturally” suited and better
equipped for all of those (presumed) attributes of a ranger. In many
instances, the role of ranger-as-protector may seem to be a normal
extension of their (presumed) role in households and communities.'®

Social messaging that women and girls should not seek out adventurous,
perhaps physically demanding, work in male dominated domains starts
young.

© Some of the specific things

L.

D

P lr R

-

(%]

women are typically told they
can't (or shouldn't) do include:

Handle
guns

Drive cars/
boats/ trucks/
jeeps

Drive off-
road

Work with
tools

Speak back to
men

Speakin
public

Exert authority
in public

Walk long
distances

Be exposed to
bad weather
for extended
periods of time
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Combined with the ‘uniform-gun-car’ archetypal imagery of rangers (see
Figure 1), girls have to work harder to imagine themselves in ranger posi-
tions and to seek out career pathways that would make them eligible. The
ubiquitous reality that women and girls are steered away from science-
based or technical education adds another early-socialization impediment.

Gender norms are not just free-floating sociological artifacts — they are

in a synergistic relationship with legal structures and political-econom-

ic forces. In many countries, gender inequality is enshrined in laws that
prevent women’s equal ownership of land and property, equal rights to
marriage and divorce, employment, mobility, and/or education.’ In many
countries, women don't have or can’t access reproductive rights or other
rights to bodily integrity. Gender-based economic inequalities run through-
out all formal and informal structures in most societies. Women are poorly
represented in most judiciaries, governments, white-collar professions, and
management sectors. Women do most of the world’s unpaid work. “Norms”
are shaped and enforced in these larger contexts — a reality that is both
hopeful (because there are many points of intervention and possible social
change) and daunting (because the barriers are so varied and pernicious).

The absence of role models for women entering ranger workforces can have
career-long deleterious effects. One female ranger interviewed for this study
observed that role modelling is critically important for women to succeed

in ranger workforces. She’s proud of her own role as a model for girls, and
noted the importance of bigger-stage modelling too:

“I strongly believe that change for women needs to be modelled by
people at all levels from those within organisations to leaders within
governments... | hope that more young girls and women see roles
such as ranger, fire fighter, police officer, Prime Minister/ President
as attainable and achievable and yes they can do what they want
to do. | also strongly believe that | can make a difference by being a
positive role model too and each and every female ranger is a role
model to younger women who aspire to become or may think they
want to join such a noble profession.”

She warned, however, not to assume that all women who have cracked the
‘glass ceiling’ then help other women to do so too; female leaders also need
to be trained and given positive reinforcement for widening the circle of
opportunity. Another ranger interviewee noted that for women to succeed in
the ‘tough’ profession of being a ranger, ‘they too have to become tough and
masculinized’ — and thus may not be very sympathetic to women [or men]
having difficulties in finding the same path. A third woman ranger echoed
this caveat, noting that women who can succeed in becoming leaders in
male -dominated occupations often only succeed because they mimic the
behaviour and approaches of men.
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Social norms of mothering ‘ ‘

Gender norms exert even greater pressure on women who are mothers. One
interviewee in this study remembered Abe Sibiya, former Director of South
African National Parks, famously proclaiming that he wouldn't put ‘the mothers
of the nation on the firing line.’

Studies from the US and
Europe underscore that,
for many women, the
choice is increasingly
seen as being between a
career and children and
marriage - that having
both is a high hurdle.

A US National Park woman ranger interviewed in 2016 reported on the sexism
she faced during and after maternity leave (cited in Gilpin 2016):

“During and while on maternity leave, | was left out of critical planning
meetings on the program | managed, and had responsibilities taken
from me. Upon my return, one senior colleague suggested the job was
‘too much of a burden’ on me because | had kids, and that | should hand
over key responsibilities. | considered filing an EEO complaint, but there
was a fear of retaliation. | eventually confronted supervisors and am
now more involved in tasks, but | don’t feel valued or secure in my posi-
tion. I don't trust them, and I'm actively seeking other jobs [emphasis
added].”

Reconciling work/ family responsibilities

Despite changing gender norms in many parts of the world, it is still almost
universally the case that women are primarily responsible for childcare and
maintaining households. While men may struggle to balance family/ home
responsibilities with their jobs, for women achieving this balance is measurably
harder. One of the drivers of this is the fact that everywhere in the world, women
perform the largest share of unpaid household labor and “care work” (Bhatt and
Azcona 2020; Ghosh and Chopra 2019; Chopra 2015). Efforts to strengthen the
empowering outcomes of women'’s participation in paid work need to take into
account the expectations and burdens of unpaid work; redistributing unpaid care
work is a prerequisite for gender equality (UN Women 2016).

Studies from the US and Europe underscore that, for many women, the choice
is increasingly seen as being between a career and children and marriage — that
having both is a high hurdle. For example:

© 33% of young (US) women don't think that having a career and children is
viable.?0

© One strategy for many women is to delay having children: in the US, women
in 2020 have their first child at an average age of 26, up from 21 in 1972.%

© Inthe UK, only 44% percent of women are in full-time work or self-employed
three years after childbirth, compared to 90% of new fathers.??

© Motherhood comes with measurable career-trajectory and salary penalties;
fatherhood does not accrue these penalties.
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Few women have ‘aged in place’

© Figure 3: Average age of rangers
The cohort of female rangers as reflected in the RPS is generally
younger than the male cohort, and in South Asia considerably younger.
This is not unexpected given that, overall, the entry of women into the
ranger workforce is relatively recent in most places; there are relatively
fewer women who have ‘aged in place’ in the ranger workforce.

LAC

35.1 YEARS

38.7 YEARS

AFRICA
Women rangers across all regions have much lower rates of

marriage than their male peers, and fewer have children. This reflects
gender-specific structural impediments to women trying to combine
work and family life. Some interviewees suggested this lower rate of
marriage might be due to the younger age of female rangers. But while SOUTH ASIA
this may be a factor for any individual female ranger, at a cohort level
women rangers across the four regions are well above the average

31.3 YEARS

35.3 YEARS

30.2 YEARS

age of marriage for their region — so their relatively younger age does _ 40.8 YEARS
not explain their higher rates of non-marriage.?
SE ASIA
11 s

41.4 YEARS

B VvEN

Source: Ranger Perception Survey

“It's difficult for a woman to find a husband unless you meet
someone who's a ranger as well. | was fortunate to find a
husband who's a ranger like me, who understands me when | go
out in the field for weeks."?* - Malawian woman ranger

B womeN

© Figure 4: Percent of rangers who are married
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The data specifically reflect marriage; non-marital partnering arrangements are not surveyed. Source: Ranger Perception Survey
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A ‘double-bind burden’

Almost universally, the condition of being unpartnered/ not married is ‘
economically and sociologically more of a stigma and deficit for (hetero-
sexual) women than for men. This acknowledgement doesn't diminish the
hardship genuinely felt by male rangers, but the stakes and the consequences
are higher for women if they can't combine marriage and their jobs. Women
without male partners, everywhere, are more economically vulnerable than

1

are men without women. The material effects — if not the emotional effects The material effects - if
— of the incompatibility of patrol-ranger work with personal and family life are not the emotional effects
more directly consequential for women than their male peers. Since patrol —of the incompatibility
experience is typically the pathway for promotion up the ranks, then thisis a of patrol-ranger work
significant double-bind burden. with personal and family
life are more directly
Further, patrol duty often sometimes brings extra compensation, so the inabili- consequential for women
ty to patrol comes at a high cost — as does the patrol duty itself: than their male peers.
“Last year | got pregnant but | had to execute my responsibilities, includ-
ing going for patrols. We usually patrol for 15 days before coming back
to camp. | was part of the patrol until | was six-months pregnant. It was
an experience | wished | could avoid but couldn’t because not going to
the patrols meant no extra allowances which | desperately needed. Most
female rangers do this, which is extremely risky for both mother and child”
(cited in Belecky, Singh and Moreto 2019).
© Figure 5: Percent of rangers who have children
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Source: Ranger Perception Survey
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Several women interviewed for this study identified family-life obstacles specific
to being a ranger, including:

© the common practice of being transferred to a new station, often far from
home and often on very short notice,

© lack of paternity and maternity leaves for rangers; several interviewees

made the point that both paternity and maternity leaves need to be available,

otherwise it is women alone who are seen as the (potentially) ‘expensive’

employees to hire,

the expectation of in-field weeks-long rotations as a normal part of the job,

unavailability of uniforms appropriate for women, and especially for preg-

nant women.

VIV

One interviewee for this study made the point that while it might be possible
for women to conform to a male ranger stereotype early in their careers —being
‘macho’ and even knowingly putting themselves in danger — they feel they have
to stop conforming once they have children. Which means women may be seen
as becoming less effective.

According to the Ranger Perception Survey, globally 17% of women and 13% of
men rangers are unsure about their organisation’s maternity and paternity leave
policies. Among those who are aware, a higher proportion of women than men
believe they would have access to such leave — except in SE Asia, where the
proportion is strikingly low.

CULTURAL / SOCIAL GENDER NORMS

© Percent of rangers who are
unsure about their organisa-
tion's maternity and paternity
leave policies, globally:

17% 13%

WOMEN MEN

© Figure 6: Percent of rangers who say they would get paternity or maternity leave (paid or unpaid) after birth of child
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The logistics of work for in-field rangers produces hardships for men with ‘ ‘

families too. In a recent assessment of rangers in South Africa, many men

commented on the challenges of being an absent parent: “Our children forget us,

they look puzzled every

“Our children forget us, they look puzzled every time they see us, they time they see us, they
need to see us and spend time with us and the way we work it is as if we need to see us and spend
don't care about our families... The rangers’situation creates marital time with us and the way
problems, disintegration of families, you find that children grow up we work it is as if we don't
without knowing their father, the father will be like the cheque kind of a care about our families...”
daddy, who pays for certain things, but there’s no relationship or bond (quoted in Mathekga 2017).

formed with the father. That is the type of families that they are raising”
(quoted in Mathekga 2017).

In the same study, male rangers talked about the challenges of finding a partner
and sustaining a satisfactory relationship: “You have no time to find a life partner
because there is no time to visit” (male ranger, quoted in Mathekga 2017).

Anecdotal reports from India suggests a degree of family alienation — that some
families don't want the male rangers to return to the family, as they drink too
much and exhibit harsh behaviour.

Facilities at ranger field stations seldom accommodate families, or are so

under-serviced — and remote from schools — that rangers are reluctant to bring
partners and children (Mathekga 2017; personal interviews).
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Conforming to harmful - for everyone - stereotypes

While excluding women from equal opportunities for personal and career develop-
ment, employment, and social prestige, gender stereotypes and norms also harm men.
Framing masculine norms around tolerance for hardship, for example, puts pressure on
men to engage in behaviours that may be risky or dangerous.

There was also some discussion with interviewees in this study about masculini-
ty-shaming: men who may be physically smaller or less strong than others in their
unit sometimes face bullying or gay-baiting. Two respondents mentioned that men
who openly supported gender equality might also be considered less manly.

Other interviewees noted that what was really needed to open up ranger workforc-
es was to reframe stereotypes away from tough manliness — a stereotype that
harms both men and women: “men need training... the real problem is masculine
stereotypes... ranger needs are diverse and we need diverse types of rangers...
need to cultivate other masculine stereotypes.” This interviewee went on to talk
about the unrealistic and unfair assumption that women need to conform to male
spaces and roles — and be expected to succeed.

Several interviewees in this study challenged the assumption that women
who want to be rangers should conform to a male norm:

® “If women want to be put in dangerous places in the name of equality,
should we re-examine what equality means?”

® “We need to redefine the notion of ‘frontline’ — having women in the class-
room, teaching the next generation about conservation - is the frontline.”

® “Ranger work may not be a safe environment for women, and without
big culture changes it may not ever be [and we do a disservice to force
women into these stereotypes].”

® “What | lack in masculinity | have to make up in intellect...”

Exclusion of LGBTQI?*®

Most participants in discussions for this project said they knew of no or very

few openly LBGTQI (Lesbian, Gay, Bisexual, Trans, Queer, Intersex) or non-binary
rangers. In approximately 70 countries in the world, homosexuality is illegal and in
some of those places subject to extreme punishment including the death penalty;
even if ranger organisations or individual ranger peers were open to this diversity,
there is considerable peril for LGBTQI people in many countries.?®
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RANGER AND
CONSERVATION CULTURE

‘Boys’ clubs’

A large proportion of the women (and some of the
men) referred to rangering as a ‘boy’s club.’ One male
conservation expert interviewed in 2020 remarked that
in the ranger workforce there is often “an entrenched,
closed ‘brotherhood’ culture, based on shared hardship
and experiences all the way from training school, often
linked to drinking, customs and male rituals. It is almost
impossible for women to break into this (even if they
wanted to). To change this, we need to work from the
very first levels of training” (cited in Seager, Bowser and
Dutta 2021).

Women'’s entry into the ranger workforce was in most
places fiercely resisted. In the United States, for
example, it took Congressional Act — the 1964 Civil
Rights Act — before the National Park Service admitted
women as fulltime employee rangers. The Service didn't
know what to ‘do’ with women. ‘Between being forced to
wear polyester stewardess costumes and pillbox hats
and fighting to become more than “touchy-feely” inter-
preters, women in the [USA] park service have worked
tirelessly to be regarded with the same respect as their
male counterparts.'?’

Many women rangers say that they are still treated as
anomalies that organisations and coworkers don't quite
know how to integrate fairly and even-handedly into
ranger domains.
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Greta lori, a wildlife and anti-poaching expert, spoke
recently about her personal struggles:

"As a woman working in wildlife crime in a very
male-dominated arena, it hasn't been easy... any
woman working in wildlife conservation, we know
it's not easy to get decision-makers to listen to us...
Conservation of wildlife is often considered either a
man’s role through scouts and rangers programs or
just something a woman shouldn’t be involved in..."?

A Nigerian female field conservationist, Rachel
Ashegbofe Ikemeh, echoed these remarks:

“The challenges of being a female conservationist
and researcher in Nigeria often depends on the

task at hand, but can range from being treated with
contempt to not being taken seriously to, some-
times, being on the receiving end of [unwanted]
admiration. It is, however, predominantly a case

of not being taken seriously. If conducting field
research, such as leading a field team, traversing
vast areas of wild lands, applying unconventional
techniques or initiating new methods, it can often be
demoralizing and counterproductive to be a female.
I have found that being dogged and highly focused
helps to overcome these challenges. And, thankfully,
the passion for what | do is what drives me."*

There is no comparative database on retention of men
and women rangers, but reports are plentiful of women
being driven out of their jobs by hostile work settings
(for example, Hildahl 2017; Jones and Solomon
2019a). Integrating women into ranger teams (whether
office or field) in very small numbers, often literally one
by one, perpetuates the burden of minority status. This
puts all the responsibility on those women to ‘cope’
with the gender imbalances—and sets them up for
failure. There is a large academic and practice-based

— L6

Integrating women into ranger teams (whether
office or field) in very small numbers, often
literally one by one, perpetuates the burden of
minority status.

literature on when the integration of women begins to
have an organisational impact. As a general finding,
the culture of organisations starts to shift toward
being a ‘gender-friendly’ workplace when about 30% of
employees are women.*

Origins: law enforcement, militarism, and
biological conservation

Many observers attribute the contemporary male
dominance of ranger workforces to the origins of
formal conservation and ranger organisations. In
organisational — and notional - structures, “origins”
carry a lot of momentum. A ranger from Zimbabwe
interviewed for this study offered the observation that
there were so few women now because ‘that’s the way
it has been since the beginning.

Operational origins

More specifically, the particular characteristics of
the origins of parks and rangers continue to shape
the course of ranger corps today. In much of the
world, as national parks were formed, original parks
management was under the authority of either law
enforcement entities and/or militaries.

In colonized countries, parks management was

an extension of colonial authority — the appropria-
tion of land for the enjoyment of privileged classes
(Rangarajan 2003; Dominguez and Luoma 2020;
Lunstrom 2015). The protection of land put aside

for elite (non-indigenous peoples, non-colonized
people) enjoyment was enforced, in many instances,
by heavy-handed and militarized protection of those
spaces. Rangers were employed to be the enforcers of
what is now widely known as ‘fortress conservation’
(Pennaz 2017). The ‘strong protection model of sepa-
ration’, one interviewee in this study remarked, is the
basis for the problem of macho ranger work today.

Even though fortress conservation is now being chal-
lenged, paramilitary protection of specified spaces is
now escalating. The current shift in many parts of the
world to militarized ranger teams is new — but also

is not discontinuous with the origins of rangers and
parks.
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In response to increasingly commercialized and violent
poaching activities in many countries, notably in some
parts of Africa and LAC, ranger work has become more
risky and violent. While this may be a necessary and
reluctant shift to more insurgent-conflict ranger work,

it also has important gendered consequences, partic-
ularly in reinforcing the type of ranger work most likely
to exclude women (Seager, Bowser and Dutta 2021):

© Women are widely seen to be unsuited for work
that involves heavy arms; handling of heavy arma-
ments is almost everywhere seen to be outside of
gender norms of femininity.

© It escalates the potential for violence between
different ranger teams (e.g., community patrol
teams and government or private ranger
patrol teams) as well as between rangers and
communities.

© Itcanleadto less effective conservation, alienating
communities from ranger teams — which then also
makes it even harder to recruit women (Duffy et al.
2019).

© Firearms, protective equipment, and associated
technology surveillance are expensive; given finite
and “one-pie” budgets, more money spent on
militarized ranger activities (male) usually comes
at the expense of “soft skills” ranger activities
(female) such as interpretive and educational
services (Duffy 2014; Duffy et al. 2019). The shift
in budget allocations/priorities is a gendered shift.
Paramilitary training may easily appropriate most
of the ranger training budget, as one observer in
Uganda notes: “it is important to note that paramil-
itary training is the primary education method for
wildlife rangers in Uganda” (Moreto and Charlton
2021).

© In contexts of violent conflict, women experience
higher rates of gender-based violence.

© Increases in arms in everyday ranger contexts
increases the likelihood of armed violence in civil
society contexts. There is no study of the social
effects of the increasing circulation of armaments
in ranger communities, but domestic violence

studies uniformly show that male ownership of or
access to armaments rapidly accelerates the like-
lihood of violence in households, and quite likely
increases violence against all social minorities
including LGBTQI people.

Ranger training for heavily armed and conflict conser-
vation can inflict considerable harm on men. In an
analysis of one reserve in Zimbabwe, rangers put
through violent training were traumatized and suffered
‘occupational violence’ (Mushonga 2021b):

“Though it may be necessary for them to learn tech-
niques for their safety, training is often conducted
in a manner that is overly violent. They are subject-
ed to direct physically harmful punishments and
verbal harassment. “After training we are angry!”
was a common statement among forest rangers,
suggesting the emotional effect of a violent train-
ing process...Training instructors defended their
methods as part of hardening forest rangers and
instilling discipline. Discipline is fundamental in any
paramilitary establishment or organisation, but in
Sikumi Forest Reserve it systematically entrenches
occupational violence against forest rangers. For
instance, discipline prohibited forest rangers from
questioning orders even if those orders threatened
their well-being and safety at the workplace. As a
result forest rangers suffered in silence.”

Intellectual origins

The intellectual origins of conservation and protect-
ed areas are also heavily male-reflective. The origin
disciplines of conservation — such as forestry, wildlife
biology, ecosystem sciences — are heavily male-dom-
inated fields; conservation biology holds an apex
position. As protected areas paradigms shift more
towards community-based conservation and social
analysis, the expert structure is also shifting. This is
a gendered shift: community assessment and social
analysis — the ‘softer/social sciences’ — involve
considerably more women.

This shift is hotly contested, and in no small measure
because of its gendered dimensions. One person inter-
viewed in this study observed that the ‘power people’
in conservation — scientists, NGO leaders, ranger
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managers — have had control of the field for decades,
and that they have locked-in the nature of conservation.

They resist change, she went on to say, and are
not willing to talk about the social dynamics of
conservation.

In 2013-14, the gendered contestation of conservation
expertise boiled over into public view. What seemed to
start as a public conversation about different conserva-
tion philosophies —between conventional (biodiversity
centered) conservation and “new” (socio-economi-
cally driven) conservation - rapidly transformed into
what many saw as vitriolic and sexist attacks (Tallis
and Lubchenco 2014; Matulis and Moyer 2017). The
simmering ‘culture war of conservation’ became public
when 240 conservation scientists, mostly women,
signed an open letter asserting that:

“In our view...this dispute has become dominated by
only a few voices, nearly all of them men’s. We see
this as illustrative of the bigger issues of gender and
cultural bias that also continue to hinder conserva-
tion” (Tallis and Lubchenco 2014).

Informal exclusion

As in many workplaces, but perhaps to a heightened
degree with rangers, much workplace information,
networking and bonding happens in informal settings.
Most of the women interviewed for this study reported
that they feel excluded from both formal and informal

channels of information, decision-making, and planning.

Informal exclusion happens all the time, they report. In a
recent survey of US conservation organisations, women
reported that they were not invited into informal deci-
sion-making spaces: “To me that is what the old boys’
[club] is, it’s like these informal side conversations where
people are making huge decisions that are then brought
back to the table without collaborative, collective deci-
sion-making” (Jones and Solomon 2019b).

Women clearly get the message they don't belong, for
example, when their male peers bond over after-work
drinks in bars, and they aren’t invited. Or they know they

‘shouldn’t’ participate in those informal settings: there

is considerable danger to women drinking with groups
of men, especially if in remote places, and there is also
considerable stigma in most cultures directed towards
women who drink alcohol with (non-relative) males.

Formal exclusion: occupational segregation,
progress through the ranks and retention

One of the systemic obstacles to bringing women into
ranger workforces is the tendency for organisations to
replicate themselves in their own image - if left unin-
terrupted. In hiring decisions, a strong ‘in-group’ bias
means that men tend to recruit men — even if it were
generally accepted that women could be rangers, the
inertial tendency is that men will be favored in hiring
decisions. This ‘in-group bias’ is then typically acceler-
ated by the accumulative effect of unconscious bias,
which can have substantial effects even if the bias is
very slight:

“Modelling of an organisation with eight levels of
management from the very bottom to the very top,
which initially had an equal number of men and
women at the bottom level, shows that a mere one per
cent bias against women in all promotion decisions
produced almost twice as many men than women in
the second-top level reporting to the CEO. A one per
cent bias in decision making is undetectable in prac-
tice, but this modelling showed the significant effect
that a tiny amount of bias can have when management
makes decisions about its staff.”’

The dynamics of unconscious and in-group bias are
then amplified by conscious bias.

Presumptions about women's limitations and men’s
abilities produce a ranger workforce that is rank-segre-
gated by gender: most women - even with full “ranger”
training — occupy support or administrative roles,
which also are often the lower-paid ranks. They are not
promoted into or otherwise able to access the full range
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WOMEN SPECIFIC BARRIERS

of ranger opportunities on the same terms as men. Data are scarce

on occupational segregation, but one granular study in Democratic
Republic of Congo, for example, found that while women represent a
relatively high 25% of employees in the forest sector, they are mainly
hired as secretaries, accountants, wood selectors or for outreach activ-
ities involving children. In the field, they are mostly assigned ‘medical
care and cooking’ (FAO 2007a). When women occupy segregated
employment niches, they may be outside the loop of information-sharing
and important decision-making meetings and channels.

One omnipresent tactic used by men to signal to women that they

don’t ‘belong’ is to treat them as bit players and to overlook their
qualifications:

“When | first started the last job there was a lot of ganging up against
the few female employees that there were, a lot of them didn’t last. A

lot of ‘you can make my coffee, you can make my photocopies’and it
was like, I'm actually the biologist here’ [laughs]” (cited in Jones and

Solomon 2019b).

Several people noted that the typical career promotion ladder for a ranger
requires ‘patrol ranger’ duty. It is patrol positions from which women are
most likely to be excluded by gender stereotypes. If “patrol” is the gatekeep-
ing step in career development, then this will be a high hurdle for women.

In arecent study in Europe, only 13% of male PA managers perceived
obstacles preventing women from accessing executive positions. In
contrast, 40% of female managers expressed awareness of obstacles,
which they identified as: professional profiles dominated by men, lack
of generational renewal aggravated by the lack of public procurement
contracts in recent years, problems in reconciling working and family
life and the existence of cultural and educational barriers that generate
inequalities.®?

RANGER AND CONSERVATION CULTURE

1

In a recent study in

Europe, only 13% of male

PA managers perceived
obstacles preventing women
from accessing executive
positions. In contrast, 40% of
female managers expressed
awareness of obstacles.
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Figure 7: Ranger advertisement

Q. SEEKING “MALE"” WILDLIFE
WATCHERS IN PAKISTAN:

In countries where it is legal to post job advertisements that specify
male or female applicants, many ranger jobs are typed male. The
position (see to the right), for example, was posted in newspapers
in Pakistan in early 2021, seeking applicants for positions as ‘male
wildlife watchers” in Chitral Gol National Park. (Two positions are
advertised, one reserved for a [male] non-Islamic religious minority).
The position announcement includes requirements such as “Height
5 feet 6 inch; Chest 34x26 inch; 2 kilometer run in 20 minutes,” and
a note that a special committee will examine physical fitness. The
educational expectation identified in the ad is for “matriculation in
sciences, with intermediate in second division."

Original vacancy advertisement. Source:
© Mashriq Newspaper, 25 January 2021.

TRANSLATED ADVERTISEMENT:
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1[1(‘ Wildlife Department, Khyber Pakhtunkhwa, Chitral Gol National Park has vacancies
. . available for Permanent Wildlife Watchers, for which applications are required from
Seeklng male ta- the interested permanent residents of the villages located adjacent to the Park.

tae Last date for the submission of online form/application is 12 February 2021.
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sit General conditions: 1- Application will be accepted from the permanent residents of the villages located adjacent to Chitral Gol
National Park. 2- Application with challan form is available from the website of The Examiner Testing and Evaluation Service (Pvt.
li Limited) at https://www.examiner.orgpk/. 3- Interested gentlemen may post their application with challan form, a copy of national
1t, identity card, education certibcates and experience letters to P.O. Box 50, Peshawar Cantt. 4- Eligible candidates may download their

roll number from https://www.examiner.org.pk/. 5 B All information provided by the candidate will be considered pnal and no further.
us changes will be accepted. 6- The candidate will be responsible for any falsibed information and his form will be considered incom-
plete. 7- only those candidates who have secure 50% or above marks in the written test will be invited to physical examination. The
re candidates who will pass the physical examination will be shortlisted for the interviews. 8- Shortlisted candidates will be invited to
Departmental Selection Committee Interviews following the merit list. -selected wildlife watchers (BPS-07) will be sent to the Forest
Institute, Thai, Abbottabad for departmental training. 10-Recruitment on the seats allocated on quota for monitories will be made

n following the rules set out by the gove