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EXECUTIVE SUMMARY

Human Resource Development in Tourism 

Although reliable and up-to-date statistics are difficult to obtain, it is estimated that tourism accounts for approximately 15-18% of Gross Domestic Product (GDP) of The Gambia. According to a report published by the Central Statistics Department in 2001, tourism serves as an important source of employment in The Gambia. It was estimated that approximately 5,000 persons were engaged in work in the sector annually. Since the statistics were published, some new hotels have opened and the number of operating beds is now estimated to be approximately 7,000 according to the Gambia Vision 2020 study. International studies indicate that the number of staff employed in tourism usually equates with the number of beds. Therefore, it is assumed that direct employment in the sector is similar to this figure.

The Gambia Vision 2020 study also made observations concerning manpower employed in the sector. Under the heading of constraints impacting tourism, it states that, “many of the workers in our tourism industry are semi-skilled with only a few having had any professional training in their field of operation.” 

Tourism Training Resources

The primary training resource for new entrants to the hospitality sector is the Gambia Hotel School. A number of private sector representatives also reported that they hired students from the Gambia Home Economics Skills Centre and the Girl Guides Skills Training Centre. The Management Development Institute (MDI) and the Gambia Technical Training Institute (GTTI), whilst not specifically training for the tourism sector, are also potential training resources.

Linkages between the sector and the Hotel School are poor, as many managers have not visited the School or have no knowledge of its activities. It was felt that graduate output of the School was meeting the current demands of industry. However, if the expected number of new hotel projects and refurbishments materialises, there will be shortages, with the likelihood that staff will be ‘poached’ from one hotel to another.

In the private sector, the International Business College offers both short courses and longer term tourism programmes. In addition, a number of privately owned institutes offer tourism related courses. The industry did not have a great deal of knowledge of private institutes, however expressed a concern over quality and compatibility in terms of courses and qualifications offered. 

Training & Education Regulatory Bodies

The National Training Authority (NTA) is a newly established government body whose role is to supervise and monitor all of the vocational training institutes in The Gambia, both public and private sector. One of its policy objectives is to localise some qualifications as a number of institutes in The Gambia are offering overseas qualifications that are rather expensive for local students. NTA is currently undergoing the process of registration of institutes and will then be carrying out inspections. Trade committees and accreditation criteria are being established. 

Implications for Human Resource Development (HRD)

· The tourism sector in The Gambia is primarily made up of individually owned and managed enterprises. As they are not part of international chains, they are unable to access a ready supply of training materials and trainers, so training expenses are a heavy burden. Often, levels of professional skills of persons working in the sector do not meet international norms.
· The dedicated functioning specialist section within the Gambia Tourism Authority (GTA) responsible for tourism training policy development and coordination of tourism training activities needs to be strengthened.
· The Gambia Hotel School and Home Economics Skills Centre receive inadequate funds to operate effectively and to produce the type of skills required by industry.
· There is a shortage of qualified teachers, trainers and instructors for the tourism training sector.
· There is a lack of effective communication between tourism training providers and the industry.
· An effective regulatory regime for vocational training institutes is important to ensure that the needs of both the public and private tourism sector are being adequately met. The NTA must fulfil this role effectively.
· There is a need for national occupational skill standards and curriculum to provide a common platform for tourism education and training. The lack of nationally recognised tourism qualifications is leading to different institutes issuing different awards, both local and international. The industry has little faith in the awards and often discounts them when hiring staff.

· There is no mechanism in place to provide funding for tourism training in a co-ordinated and sustainable way. 

· Output of educational institutes will be insufficient to meet expected growth in the sector.

Tourism Sector Training Needs

The greatest training requirements are at the supervisory and craft levels, although the need for business skills for owner/operators was also mentioned. Most urgent areas highlighted are as follows:

· Supervisory management skills, particularly in food & beverage

· Food preparation

· Tour guide training

· Language skills

· Business skills for SMEs and the informal sector

· Customer care and customer relations

· Training of trainers

· Hygiene, health & safety

· Food & beverage service

· Maintenance 

· Tourism awareness

The approach to a Human Resources Development Plan

Following the consultations with the various stakeholders, the proposed HRD plan should have the following elements:

· An appropriate institutional framework - structures to plan and implement training;

· An integrated national curriculum - preparation of syllabi;

· An integrated system of monitoring the performance of training institutes -accreditation, facilities, quality of instruction;

· Coordination of training within the wider West African community - sharing of resources, expertise;

· Strengthening and upgrading of the Gambia Hotel School as a National Hotel & Tourism Training Institute;

· Development of new courses to meet the needs of the industry;

· Upgrading of teaching standards in training institutes;

· Training and retraining of existing staff in the industry - train-the-trainer programmes; in-house training, tourism training unit;

· Sustainability of the training system - ongoing funding mechanisms.

Institutional Framework for Tourism Training

Certain elements of the institutional framework are already in place, particularly the National Training Authority. It is recommended that a Tourism Training Policy Department (TTPD) be established. It is understood that currently the GTA has some responsibility for HRD, so with additional capacity building the department could be based at the GTA.

Responsibilities would include the following:

· Formulation of tourism training policy;

· Liaison on curriculum development, occupational standards, accreditation of training institutes with the NTA;

· Manpower planning – conducting surveys of employment, training needs etc.;

· Co-ordinating delivery of short courses and trainer training programmes;

· Co-ordination of tour guide training;

· Co-ordination of tourism awareness programmes;

· Monitoring the administration of tourism training funding.

A Tourism Human Resource Development Committee was established in 2002, however it is no longer operational. It is strongly recommended that this committee be re-activated, as it should provide an effective forum for tourism stakeholders to provide input to the policy department on HRD matters.
Proposals for the HRD Plan

It is essential to develop occupational skill standards and an internationally recognised modular national curriculum at entry level and at intermediate level focused on supervisory level training that meets the specific needs of the tourism sector in The Gambia in the following disciplines:

· Food Preparation;

· Food & Beverage Service;

· Housekeeping/Laundry;

· Front Office;

· Departmental and General Supervision.

Professional development of supervisors/managers, training of trainers and craft skills training

In addition to the output from education and training institutes aimed at new entrants, there is a need to train and develop those persons currently in employment. Consultations with the public and private sector have clearly indicated that the highest priority need for training is at the supervisory level. 

It is proposed that a Tourism Training Unit (TTU) is established that will design, develop and deliver a number of modular short courses in various locations that will be attended by persons in industry as well as those from the informal sector. It has been recommended that such training should be intensively carried out during the low season and that participants should be tested as part of the learning process. It is expected that the industry will support this initiative through the provision of training venues and resources. 

Skill standards, which incorporate the national skill standards at this level, should be developed, together with training manuals, learning materials and testing guidelines for delivery by international and local consultants. To ensure sustainability, it is recommended that suitable local trainers are identified and trained. 

It is recommended that this Unit should be based at the upgraded Gambia Hotel School or possibly the Gambia Tourism Authority as an interim measure. This will enable the Gambia Hotel School to respond to the specific needs of the industry as well as train new entrants to the sector. Once it has suitable facilities, the School will be able to run short courses on its premises, for example for cooks as well as other management development programmes, in addition to outreach programmes.

It is recommended that specific programmes address the needs of persons employed in lodges and small enterprises in rural areas, as well as those in ancillary functions such as customs and immigration officials.

Professional training of tour guides and training of trainers



It is recommended that national skill standards and curriculum are developed for training new entrants for tour guiding and retraining of existing guides. The training itself will be carried out by the Tourism Training Unit.

Industry representatives recommended that due to the complexity and varied nature of tour guiding (e.g. bird watching) that generic tour guiding skills programmes should be developed as a foundation to enable all guides to become certified at a basic level with more specialised training and certification in their specific discipline. Given the numbers to be trained, it is unlikely that there will be sufficient demand for a full time institutional programme, so the training would initially be carried out by means of modular short courses. A full time course could eventually be developed if there is sufficient demand.

Tourism Awareness

It is recommended that a tourism awareness campaign is developed and coordinated by the GTA. Activities should include tourism information for schools and tourism included in the school curriculum, production of careers material.

Proposals for Education Institutes

Given the poor condition of the facilities and equipment, a substantial upgrading is essential before any new programmes can be introduced.

Various models of hotel and tourism institutes exist around the world. One model that could be considered for The Gambia is the provision of an application hotel, attached to the Institute. This facility, of say up to 40 rooms with bar/restaurant would provide the students with the opportunity to practice what they have learned and will also contribute to the operating expenses of the institute. Additional meeting & conference facilities would also enhance revenues. It is also recommended that such an institute would have hostel facilities, so students from outside of Banjul including the wider West Africa region could be accommodated during their studies.

In view of the substantial financial investment required, international donor intervention will be necessary, both to finance the building and the associated technical assistance to develop new programmes of study and train teachers.

Financing of Tourism Training Activities

At the current time, the Gambia Hotel School and the Home Economics Skill Centre are seriously under funded, resulting in lower quality training and education. If such institutes are to fulfil their roles effectively, they must have adequate funding.

It is important that the private and public sector determine a system that will be effective over the long term. Consideration has to be given to the precise composition of the funding of the training system, being shared by the Government (subventions), the industry (payroll levy or other form of contribution) and the trainees (tuition fees). 

During the high season, a development fund levy is charged to tourist arrivals. Although it is understood that this levy is earmarked for the funding of the GTA, it should be considered to allocate a certain proportion to training activities. In addition, the sector could support training activities through the provision of training venues and qualified senior staff as short-term trainers.

External support is likely to be required in the following areas:

· Upgrading and development of the Gambia Hotel School to a National Tourism Training Institute, including technical assistance to train teachers;

· Development of the national curriculum in the various disciplines at entry and intermediate levels and associated training of trainers;

· Establishment of a Tourism Training Unit, development of training programmes and learning materials and support to deliver initial programmes;

· Further development of tourism awareness campaigns.

· Technical assistance to strengthen the role of the GTA in human resource development. In view of the changes in manpower that have occurred recently, it is recommended that at the appropriate time a complete organisational assessment and training needs assessment is carried out of the GTA. Necessary capacity building could form part of the initial steps in the implementation of the Tourism Master Plan.

1. INTRODUCTION

This Technical Report forms a part of the Gambia Tourism Development Master Plan. Representatives of both the public and private tourism sector agree unanimously that serious efforts have to be undertaken to improve the service standards in the industry as a matter of priority. While knowledge of languages of the hotel staff is above the international average and the vast majority of guests appreciate their friendliness, levels of professional skills still leave room for improvement. 

The objectives of the study as specified in the Terms of Reference are to:

· Analyse the present volume and structure of tourism employment and assess the needs for training in the different occupations and levels;

· Provide practical recommendations to comply with training requirements in the short, medium and long term.

In order to meet these objectives the scope of the study involved the following components:

· A review of relevant materials on tourism development and training in The Gambia;

· An assessment of the existing human resource situation in the tourism sector;

· An assessment of the current institutional arrangements and the existing capacity to deliver tourism training including the Gambia Hotel School and other training institutions;

· Review of the ability of The Gambia to meet industry training needs covering

· Current HRD issues;

· The role of the public and private sectors in tourism training;

· Institutional framework for tourism training.

· Identification of tourism training needs in the industry;

· Recommendations for the expansion and upgrading of training resources, in particular the Gambia Hotel School;

· Proposal for a human resource development plan;

· Proposals for short and long term campaigns to create tourism awareness among the local population.

In order to fulfil these requirements, the study methodology consisted of the following:

· A review of existing documentation including recent reports and studies;

· Consultations and interviews with stakeholders

· A survey of hotels, restaurants, lodges, training institutes and tourist attractions

2. HUMAN RESOURCE DEVELOPMENT IN TOURISM

2.1 Employment in the sector

Although reliable and up-to-date statistics are difficult to obtain, it is estimated that tourism accounts for approximately 15-18% of Gross Domestic Product (GDP) of The Gambia. According to a report published by the Central Statistics Department in 2001, tourism serves as an important source of employment in The Gambia. It was estimated that approximately 5,000 persons were engaged in work in the sector annually. Of these, approximately two thirds were male. Of the total numbers employed, 97% were Gambian. 

Since the statistics were published, some new hotels have opened and the number of beds is now estimated to be approximately 7,000 according to the Gambia Vision 2020 study. International studies indicate that the number of staff employed in tourism usually equates with the number of beds. Therefore, it is assumed that direct employment in the sector is similar to this figure.

It has also been estimated that each person employed in the sector supports up to seven family members, so the actual numbers reliant on tourism for their incomes rises to around 49,000. In addition a number of persons rely indirectly in tourism, for example handicraft producers and juice sellers. 

2.2 The Importance of HRD

The Gambia Vision 2020 study also made observations concerning manpower employed in the sector. It states that “many of the workers in our tourism industry are semi-skilled with only a few having had any professional training in their field of operation.” It goes on to state that “the insufficient amount of skilled and professional staff in our hotels and restaurants is reflected in the standard of service in these establishments”.

In addition to the requirement to improve service levels in existing tourism businesses, there is also a need to ensure that there is an adequate supply of trained personnel available to meet future industry growth. Failure to do this, increases the cost of tourism investment in The Gambia due to additional training costs that must be borne by investors and may impact on the growth of the industry.

The provision of adequate education and training for the industry’s employees is of vital importance and has been recognised internationally. The foundation of the sector relies on the capabilities and performance of its staff and particularly on methodologies adopted for training its personnel.

Approaches to tourism education and training vary from country to country and are designed to meet specific needs. Whilst it is important to take into account lessons learned from other countries, any systems should be customised to The Gambia, rather than being imported from elsewhere.

Two common themes are a requirement: Firstly, a close relationship between the training providers and the industry, and secondly, long-term sustainability of the training and education systems.

In summary:

· Training plans, programmes, trainers, facilities and adequate funding are essential to address ongoing needs of the sector.

· A wide selection of training interventions is required from those designed for new recruits, to upgrading and advanced courses for existing personnel.

· Training programmes should be organised and implemented in close cooperation with industry.

· The tourism workforce should be viewed as an asset of the tourism sector, having a direct impact on the tourist experience and thereby shaping perceptions of The Gambia as a tourist destination. 

3. REVIEW OF TOURISM TRAINING RESOURCES

3.1 Gambia Hotel School

The Hotel School was established in 1980 with support from the German Agency for Technical Cooperation (GTZ) and the World Bank. It initially offered training for new entrants to the industry in four disciplines:

Front Office/Reception
14 students;



Bar/Restaurant Service
20 students;

Housekeeping/Laundry
16 students;

Cookery​/Pastry

20 students.




Craft level programmes were of two years duration. Initially three expatriate trainers were employed at the School. Their role was to establish the Institute, teach students and train local teachers. The kitchen and restaurant instructors taught at the Institute for three years, with the front office instructor remaining for six years until 1986.

Prior to the opening of the School, twenty potential teachers were selected from the local industry and awarded scholarships to study overseas. They then formed the teaching faculty of the Institute, working with the expatriate instructors. From 1983-86, nineteen scholarships were offered by GTZ to enable the best students to continue their studies at Utalii College in Kenya.

Since 1986, no further support has been provided to the Institute by GTZ. In 2000, the faculty followed an eight-week pedagogic skills programme supported by the Netherlands International Development Agency. The School has links with an institute in the United Kingdom and one in Austria. They provide equipment such as computers and training places to staff and students.

Until 1997, the curriculum followed what was developed when the School was established. The qualification awarded was a middle certificate. From this date, the School became an approved centre for the City & Guilds examining body in the UK. Its approval was renewed in 2001 and is valid until 2005. The reason given by the Principal for this change was that the School wanted to give students an international perspective. The overall syllabus to be followed is provided by the City & Guilds. However, the detailed curriculum is developed by the School.

The assessment of the Institute is conducted by an assessor who is approved by the City & Guilds. In this case, the assessor is the former vice principal of the School. Examination papers are provided by the City & Guilds. They are sent to the West Africa Examinations Centre (WEAC), which conducts the examinations on its behalf. Theory papers are invigilated by staff of the School, with spot checks by WEAC staff. Papers are sent to the UK for marking. For the practical examinations, the assessor marks the practical tests at the School and sends the results to the City & Guilds. The awarding body then sends certificates to the Institute for those students who are successful.

Current numbers of students enrolled are as follows:

Front Office/Reception 
14

Bar/Restaurant Service 
46

Housekeeping/Laundry 
17

Cookery/Pastry 

46

Due to the limitations of the facilities, students for the bar/restaurant and cookery/pastry courses are split into two groups, with teaching being undertaken from 09.00 until 13.00 for one group and 13.00 until 16.00 for the other.

From October 2004, the School altered the courses from two to one year duration “at the request of industry”. Under the previous programmes, the external examinations were taken at the end of the second year. Under the new programme, an internal examination is taken after year one. Students then have the option of taking the external examination one year after completing the course.

The teaching staff consists of the Principal, four senior instructors (one for each discipline) and four instructors (one for bar/restaurant, two for cookery and one for housekeeping). There is currently a vacancy for a front office instructor. One senior instructor has recently returned from studying in the UK. 

The majority of the faculty staff has studied overseas and a number of them are ex-students. With the exception of the Principal all of the faculty who were originally trained have now retired or left the School.

The facilities consist of a training kitchen, dining room, classrooms and offices. The building and facilities are in very poor condition requiring substantial refurbishment to bring them up to an acceptable standard. Most of the kitchen equipment is no longer functioning. Computer facilities are limited to those donated by partner institutes overseas and can only be used when there is electricity, as there are no standby generators. Despite the efforts of the teaching staff, the poor facilities inevitably impact the quality of instruction provided to the students. 

Graduates of the Gambia Hotel School can be found throughout the hospitality sector and historically the School had a good reputation within the industry. Nowadays however the quality of the training is perceived to have declined and although employers still prefer to hire graduates, they are regarded as only being marginally above others without similar training. It remains to be seen how the industry measures the quality of graduates of the new one-year programmes.

The operating expenses of the Institute are met from fees charged to students and a subvention from the Government. The Hotel School is currently part of the Department of State for Tourism & Culture. It is apparent that the operation of the School is seriously under funded which negatively affects the standards of training offered.

3.2 The Gambia Home Economics Skills Centre

The Skills Centre was established with the support of the Canadian Government in 1985 and occupies a plot of land donated by the Government. It was set up to train girls who are early school leavers, teaching students from 12-24 years of age, ranging from those without schooling to those at high school level. The Centre is run by the Home Economics Association, with the overall aim of training girls to be able to generate income, either by being an employee or self- employed.

Financial and other support from Canada continued until 1994. From 1994 until 1997 the Centre received a subvention from the Government. Operating expenses were also supported by fees paid by students and income generating activities such as catering, hiring of the meeting facilities and the sale of students work. The Centre now relies primarily on income from student fees as revenue, because generating activities have almost ceased, although soap made by students is offered for sale. An organisation known as Friends of the Gambia (FROGS), based in the UK supports the institute by supplying some books and equipment. Student fees are currently D600 per term, with a supplement of D150 per term each for cookery and needlecraft/dressmaking supplies.

The Centre currently offers a two-year craft level programme, with two or three classes of 25-30 students per year. 

	Year One
	
	Year Two
	

	English
	
	Tie/Dye & Batik                                                         
	

	Mathematics
	
	Hotel Management
	

	Needlecraft
	
	Cookery
	

	Laundry
	
	Nutrition
	

	Dressmaking
	
	
	

	Home Management
	
	
	


Approximately 70% of the students specialise in cookery and 5% in dressmaking. During the second year of the course, students undertake a six week to two month work attachment in hotels and restaurants. As a result, some are offered part time work during their studies and jobs on graduation. The Centre assesses students internally and awards its own certificate.

The teaching staff consists of the Principal, who originally conceived of the Institute and was instrumental in gaining overseas and local support, one senior instructor in handicrafts and four teachers (home management/laundry, dressmaking/tailoring, theory subjects and cookery). There are vacancies for a senior deputy teacher, senior teacher, cookery teacher and secretary. The Principal explained that skills shortages and low salaries negatively impact staff recruitment.

The facilities consist of a training kitchen, dressmaking room equipped with sewing machines, two meeting rooms, classrooms and an office. There is a vegetable garden that supplies produce for the cookery courses. 

The buildings and facilities are run down, requiring substantial refurbishment to bring them back to a reasonable standard. The Centre does not have sufficient income to operate effectively and this negatively impacts the quality of teaching, despite the efforts of the staff. However it does fulfil an important role in training disadvantaged girls and provides employment opportunities in the tourism sector.

The Principal identifies the key issues as shortages of teaching staff, poor standard of facilities and equipment and the need to upgrade the curriculum.

3.3 Management Development Institute 

The Management Development Institute was established by the Government in 1982, originally as a civil service training college. It provides a wide range of management and professional development programmes in financial management, economics, gender and technology to both public and private sector organisations, as well as to individuals wishing to study and obtain a qualification particularly in accounting. It has carried out some training for the tourism sector, for example it has developed short courses in conjunction with the Gambia Tourism Authority.

It has identified a need to develop management programmes specifically aimed at the tourism sector. Therefore, it commissioned a proposal from a university in the UK, with a view to a diploma programme aimed at offering graduates of the Gambia Hotel School the opportunity to study for a diploma at MDI. Such a programme could also be offered on a modular basis for the professional development of persons working in the sector. Programmes would be offered in the form of a one-year diploma or two year higher diploma, both full and part time. The proposal has not yet gone ahead due to lack of finance.

3.4 Gambia Technical Training Institute

The GTTI offers 40 different craft/technician level training programmes in building/ construction, engineering, computer science, business studies and professional development. It also has a skills centre located in Banjul and has recently taken over a rural skills centre. It currently has 1400 students enrolled.

The Institute has extensive links with a number of overseas institutes and receives support from international development agencies. It does not currently offer specific programmes aimed at the tourism sector, however it trains skilled persons who often work as maintenance technicians in hotels.

The Institute has identified a number of areas where training programmes might be developed to support the sector:

· Development of short courses to upgrade craft production skills, such as woodcarving, pottery, batik, leather goods, dressmaking & design; 

· Support to develop programmes to train hotel/lodge maintenance technicians, specifically for rural areas, including outboard motor repair and maintenance. These could be in the form of two streams, one for artisans and one for more specialised courses.

· Development of specific programmes to train persons for the tourism sector, in addition to the skills areas offered by the Gambia Hotel School, for example in business studies or professional development. 

Support in these areas would include curriculum development and the training of trainers. There may also be a requirement for capital investment in facilities for the craft production programmes.

3.5 International Business College

This institute, which is privately owned, offers training in business, accounting and computer skills. It offers courses leading to Higher National Diploma, Certificate and BTec and degree qualifications from the UK. For certain courses, students have the option of studying both in The Gambia and the UK.

A combined diploma in business and tourism is offered in association with a college in the UK. From this year it will offer a full time HNC/HND programme in tourism, consisting of up to 2 years of study, with a planned intake of 20 students. Fees are D18,000 per year.

In addition, a number of short courses of 30-hour duration over three weeks aimed at the tourism sector will be offered this year. Each course is approved by BTec in the UK and is designed for up to 30 students. Fees are D1,000 per course.

3.6 Other Institutes

In addition to the above, a number of other private institutes offer programmes applicable to new entrants to the sector. The Girl Guides Skills Training Centre also offers training for students entering the sector. 

4. Training & Education Regulatory Bodies

4.1 National Training Authority (NTA)

The National Training Authority is a newly established government body whose role is to supervise and monitor all of the vocational training institutes in The Gambia, both public and private sector. One of its policy objectives is to localise some qualifications, as a number of institutes in The Gambia are offering overseas qualifications that are rather expensive for local students.

It is currently undergoing the process of registration of institutes and will then be carrying out inspections. Trade committees and accreditation criteria are being established. If an institute passes it will be accredited by the NTA. If it fails, it will be given six months to come up to standard. Institutes not meeting the standards will not be allowed to operate.

The NTA is currently being supported by a European Union funded project to assist in creating the vocational training policy framework. Technical assistance is being provided to establish a labour market information system, the strategic policy framework and curriculum development. Once the National Tourism Authority is fully operational, it will supervise and monitor the vocational training institutes offering programmes applicable to the tourism sector, including the Gambia Hotel School.

4.2 Other Regulatory Bodies

The Management Development Institute, which is a potential resource for supervisory and management training in tourism, was established by an Act of Parliament. It is managed by a Board of Governors that determines the Institute’s operations and functions, so it is not subject to external regulation.

4.3 Observations/Feedback from Industry Consultations

The majority of tourism enterprises consulted, particularly hotels, are hiring graduates from the Gambia Hotel School. It was acknowledged that the standards of training had declined over the years; however, the majority still preferred to hire graduates to non-graduates. 

It was felt overall that linkages between the sector and the Hotel School are poor, with a number of managers not having visited the School or having knowledge of its activities, and the staff from the School not having regular consultations with industry.

However, it appeared that graduate output of the School was meeting the current demands of industry. But if the expected number of new hotel projects and refurbishments materialises, there will be shortages, with the likelihood that staff will be ‘poached’ from one hotel to another.

In the case of students from the Home Economics Skills Centre, respondents acknowledged that graduates had a reasonable basic training, although efforts were required to further upgrade their skills. It appears that home economics students are more likely to be hired by smaller enterprises, rather than larger hotels.

The industry did not have much knowledge of private institutes, however expressed a concern over quality and compatibility in terms of courses and qualifications offered. It was recommended that national curriculum should be developed in the various disciplines and levels in close consultation with industry, so that it would be easier for employers to evaluate students and institutions, both public and private sector. This could be a valuable role for the National Training Authority.

There were no comments received concerning GTTI and MDI as these institutes are not currently offering tourism sector specific programmes, however a high priority need was identified for institutionally based supervisory/middle management training. 

4.4 Implications for Human Resource Development

The review of existing tourism training resources has highlighted the following:

· It is important that there is an effective regulatory regime for vocational training institutes, both public and private sector, to ensure that the needs of the tourism sector are being adequately met. The NTA must fulfil this role effectively.

· There is a need for national occupational skill standards and curriculum to provide a common platform for tourism education and training.

· The Gambia Hotel School and the Home Economics Skills Centre are under funded, lacking the necessary facilities and teaching expertise to train students to a very high standard.

· There is no mechanism in place to provide funding for tourism training in a co-ordinated and sustainable way. 

· Output of educational institutes will be insufficient to meet expected growth in the sector.

· There are currently no nationally recognised tourism qualifications, leading to different institutes issuing different awards, both local and international. The industry has little faith in the awards, and often discounts them when hiring staff.

5. TOURISM SECTOR TRAINING NEEDS

5.1 Needs Identified in Recent Studies

The Tourism Human Resources Strategy 2002-2005, published by the GTA outlines key HRD objectives and strategies for the period. Under objective 4, the conduct of a training needs analysis and development of a master training plan for industry is mentioned, although it has not yet been carried out.

Terms of Reference were drawn up in 2002 for a consultancy assignment to review tourism training institutes both locally and regionally, with a view to upgrading the Gambia Hotel School. The project was also due to survey training needs in the sector; however the study was not carried out.

The Gambia Hotel School itself has also developed proposals for upgrading and the introduction of new programmes in recent years. Similarly MDI and GTTI have also commissioned proposals from training providers to develop new programmes of study.

The Association of Small-Scale Enterprises in Tourism (ASSET) is currently carrying out a training needs survey of its members. It is due to be completed by the end of August 2004.

5.2 Results of the Industry Survey

According to the respondents interviewed, the greatest training requirements are at the supervisory and craft levels, although the need for business skills for owner/operators was also mentioned. Most urgent areas highlighted are as follows:

· Supervisory management skills, particularly in food & beverage

· Food preparation

· Food & beverage service

· Tour guide training

· Language skills

· Business skills for SMEs and the informal sector

· Customer care and customer relations

· Training of trainers

· Hygiene, health & safety

· Maintenance

· Tourism awareness.

5.3 Categorisation of Training Needs

The findings of the consultations with stakeholders point to six main categories of training needs that should form the basis of a Human Resources Development Plan. 

5.3.1 Basic skills training for new entrants to the sector

At the present time, the industry has reservations about the quality of training that is being conducted in the two main institutes supplying entry level employees to the sector. There is a need to strengthen the quality of training in these, particularly in terms of a review of curricula and teaching methods.

The management of the institutes concerned has recognised these shortcomings, resulting in proposals for upgrading being prepared. However, they have not been able to take matters forward due to lack of funds.

5.3.2 Improvement in Craft and Basic Skills among Existing Staff

The need for upgrading skills of existing employees has already been highlighted. The needs fall into two broad areas: 

· general skills for all employees, and 

· craft skills for certain categories.

The main priority in general skills is centred on the area of work ethic and interpersonal skills, particularly customer relations and service quality. These impact the customer experience to a significant degree and their perceptions of the quality of the service. Further language training is also required to improve communication for those in guest contact.

Concerning craft skills, certain areas were reported as being in need of attention. These are:

· Food preparation

· Food & beverage service

· Housekeeping

· Laundry

5.3.3 Development of Supervisors & Middle-level Managers 

Most of the respondents from the hotel sector highlighted as their highest priority the need to train and develop new supervisors and upgrade the skills of those already working. As the tourism sector matures, it is essential that a cadre of skilled supervisors is developed.

Overall, the quality of supervision is weak. Supervisors are often appointed on the basis of good job performance at the skilled level, but are given little or no training on the techniques of supervision. They require updating in current management techniques and also need to be trained as trainers, as they have a key role in training their subordinates. In this regard, they do need access to training materials.

5.3.4 Management and Staff Development in other Sub-sectors

There is a need to train owners/operators of SMEs in general business skills to assist them to establish and manage their businesses. These would include basic marketing, finance, organisation and people management. This is particularly important if tourism is to spread into rural areas and improve incomes in the informal sector.

Personnel in certain key areas, such as immigration & customs officials, guides, taxi drivers will need customised courses on communications with tourists. For example, consultations with the Tour Guides Association revealed that their existing members require further training. The National Council for Arts and Culture has also identified needs for training in specialist guiding skills in order to develop local guides attached to historic monuments, particularly in the interior.

5.3.5 Training of Trainers

To contribute to the long term sustainability of training and development initiatives, it will be necessary to upgrade the skills of local trainers. The use of trainers from abroad can and does provide a valuable source of expertise; however, the transfer of skills and know-how to local trainers is vitally important. In this regard, a sustained programme of technical assistance to support the formal education and training institutions in the tourism sector will be required. 

5.3.6 Tourism Awareness

The tourism sector needs the support of the general population. The quality of a tourist’s holiday experience is influenced not only by the range of services given by personnel within the industry but also by the general atmosphere of welcome and friendliness in the country. People who are not working directly within the tourism industry therefore need to gain an appreciation of the value of tourism and its importance in economic development. If both direct and indirect employment is taken into account, it is likely that a significant portion of the population of the country will earn some part of their livelihood from tourism. Consequently, they have an immediate interest in seeing the industry prosper. 

Preliminary results of the Visitor Survey indicate that the friendliness is a major asset in the overall positive assessment of The Gambia. Therefore, the encouragement of the population to support tourism and to welcome tourists is important. People should recognise the value of environmental resources, natural and manmade, heritage and cultural. An objective of the campaign must be to instil a real pride in The Gambia among the population and to instil knowledge of the country’s history, geography and culture. 

Apart from educating the general population and giving people a positive disposition towards tourism, the public awareness campaign should also include a school’s component. The objective of this would be to cover tourism issues in a number of subjects being covered at school and to advise young people and their parents on the range of career opportunities available in tourism. 

The public awareness campaign should not be exclusively concerned with foreign tourism. A programme confined to this aspect would carry a significant risk of rejection. The inherent advantages of tourism development to the domestic population must be emphasised and not just the economic aspects. It is important that the local population takes pride in The Gambia for their own benefit, that they stand to gain at least as much as the tourists from an enhanced environment and that better facilities for tourists also means better facilities for them. 

The primary training needs by category can be summarised as follows:

	Craft/Entry level
	Supervisory/Middle management
	Management including owner/operators

	Basic craft skills including cookery, service, front office, housekeeping, laundry
	People management


	People management



	Service quality


	Motivation/leadership


	Setting up/managing new enterprises

	Customer relations
	Work organisation
	Industrial relations

	Work ethic/discipline
	Training skills
	Financial management

	Cultural awareness
	Customer relations
	Service quality

	Continuous improvement
	Advanced skills training
	Health & safety

	Selling
	Disciplinary
	Innovation

	Hygiene/grooming
	Hygiene, health & safety
	Forward planning

	
	
	Training skills

	
	
	Environmental awareness

	
	
	Cultural awareness


Other areas

Capacity building for the informal sector e.g. trade associations

· Tourism awareness

· Tour guiding

5.4 Quantifying Training Needs

Demand for training arises from three distinct sources:

· Persons currently employed in the sector, including trainers;

· Manpower required as a result of staff turnover;

· Staffing requirements due to expansion of the sector.

As mentioned before, it is difficult to estimate future manpower requirements in the absence of reliable, up-to-date labour statistics. 

For training to be effective within organisations as an ongoing regular process, a culture of continuous learning is developed. Although there is a need for attendance at external courses, studies have demonstrated that skills training is more effective when carried in the workplace by in-house trainers, normally the supervisor or manager of the employee concerned. There will be a need for trainers to be developed and equipped with collateral learning materials, so enabling them to conduct regular training. It is likely that 200 - 300 trainers will need to be trained initially.

Due to the seasonality of the sector in the Gambia, a number of employees are laid off at the end of the season and re-hired. Representatives from the sector indicated that staff turnover is not a significant issue, although institutes are currently able to fulfil most requirements for new entry-level staff.

6. MEETING THE TRAINING NEEDS OF INDUSTRY

6.1 Current HRD issues in the tourism sector

· The tourism sector in The Gambia is primarily made up of individually owned and managed enterprises. As they are not part of international chains, they are unable to access a ready supply of training materials and trainers, so training expenses are a heavy burden.
· Levels of professional skills of persons working in the sector do not meet international norms. There does not appear to be a dedicated functioning specialist section within the GTA or Ministry responsible for tourism training policy development and coordination of tourism training activities.
· There is no mechanism in place to provide funding for tourism training in a coordinated and sustainable way.
· The Gambia Hotel School and Home Economics Skills Centre receive inadequate funds to operate effectively and produce the type of skills required by industry.
· Different institutes are offering various types of certificates and diplomas, without there currently being a system of accreditation.
· There is no established national tourism training curriculum.
· There is a shortage of qualified teachers, trainers and instructors for the tourism training sector.
· There is a lack of effective communication between tourism training providers and the industry.
· The current training system in The Gambia is under funded and is a threat to future competitiveness. There also appears to be inadequate input from the sector as to what priorities should be set, what curriculum should be followed etc.
6.2 The approach to the Human Resources Development Plan

Following the consultations with the various stakeholders, the proposed HRD plan should have the following elements:

· An appropriate institutional framework - structures to plan and implement training

· An integrated national curriculum - preparation of syllabi

· An integrated system of monitoring the performance of training institutes - accreditation, facilities, quality of instruction

· Coordination of training within the wider West African community - sharing of resources, expertise

· Strengthening and upgrading of the Gambia Hotel School as a National Hotel & Tourism Training Institute

· Development of new courses of study to meet the needs of industry

· Upgrading of teaching standards in training institutes

· Training and retraining of existing staff in the industry - train-the-trainer programmes; in-house training; tourism training unit

· Sustainability of the training system - ongoing funding mechanisms

6.3 Role of the Public and Private Sectors in Tourism Training

Based on practices in other countries, it is vitally important that the public sector has a role in the following:

· Policy formulation

· Manpower planning - Identification of manpower and skills required

· Regulation and accreditation

· Setting standards for training institutions

· Ensuring trainers have appropriate qualifications

· Monitoring standards

· Approving certificates

In many countries the provision of vocational training is in the hands of both the public and private sectors, with traditional hotel schools being part of the national education system, supplemented by private sector institutes providing specific types of skills training. Reflecting this mix, the funding of the training system is shared by the government (through subventions), the industry (through a payroll levy or other form of contribution) and the trainees (through tuition fees).

Based on good practice elsewhere, it is recommended that a similar model is adopted for The Gambia i.e. the public sector being responsible for planning, policy and regulation and some provision of training through public sector institutes, supplemented by provision by private sector organisations.

6.4 Institutional Framework for Tourism Training

Certain elements of the institutional framework are already in place, particularly the National Training Authority. It has an important regulatory role and once it is fully functional should make a valuable contribution to the upgrading of standards and effective monitoring of institutes in tourism. It is vitally important however that the tourism sector operators actively participate in the trade committees and inspection regime, so the NTA must ensure it has adequate private sector representation.

6.4.1 Tourism Training Policy Department (TTPD)

It is recommended that a tourism training policy department be established. This could be based at the Department of State for Tourism and Culture or the Gambia Tourism Authority. It is understood that currently the GTA has some responsibility for HRD, so with additional capacity building the department could be based at the GTA.

Responsibilities would include the following:

· Formulation of tourism training policy

· Liaison on curriculum development, occupational standards, accreditation of training institutes with the NTA

· Manpower planning – conducting surveys of employment, training needs etc.

· Co-ordinating delivery of short courses and trainer training programmes

· Co-ordination of tour guide training

· Co-ordination of tourism awareness programmes

· Monitoring the administration of tourism training funding

6.4.2 Tourism Human Resource Development Committee

It is understood that the above committee was established in 2002. However, it is no longer operational. It is strongly recommended that this committee be re-activated, as it should provide an effective forum for tourism stakeholders to provide input to the policy department on HRD matters.

Composition would be as follows:

· Industry associations such as the Hotels Association, Tour & Travel Association, ASSET, Tour Guides Association.

· Gambia Hotel School and Home Economics Skill Centre (plus MDI and GTTI if they become involved in tourism training)

· Private sector training institutes

· Department of State for Tourism & Culture

· Gambia Tourism Authority

The role of this Committee would be to:

· Make recommendations via the Training Policy Department to the NTA on curricula and syllabi

· Set training priorities for the sector in the form of annual training plans drawn up by the TTPD

· Approve training policies and plans

· Ensure that all stakeholders have a voice in HRD in tourism

7. PROPOSALS FOR THE HRD PLAN

7.1 Development of Skill Standards and Tourism Curriculum

· The development of occupational skill standards and an internationally recognised modular national curriculum at entry level that meets the specific needs of the tourism sector in The Gambia, in the following disciplines:

· Food Preparation

· Food & Beverage Service

· Housekeeping/Laundry

· Front Office        

The development of occupational skill standards and an internationally recognised modular national curriculum at intermediate level focused on supervisory level training, that meets the specific needs of the tourism sector in The Gambia in the following disciplines:

· Food & Beverage Supervision

· Rooms Division Supervision

· General Supervision

It is proposed that all institutes offering programmes in these fields will then implement this new curriculum and associated examination/certification systems, which will be monitored by the NTA. It is expected that they will be supported by appropriate training of trainers.

7.2 Training of supervisors/ managers,  trainers and craft skills 

In addition to the output from education and training institutes aimed at new entrants, there is a need to train and develop those persons currently in employment.

Consultations with the public and private sector have clearly indicated that the highest priority need for training is at the supervisory level. There is an acute shortage of suitably trained Gambian supervisors.

It is proposed that a Tourism Training Unit is established that will design, develop and deliver a number of modular short courses in various locations that will be attended by persons in industry as well as those from the informal sector. It has been recommended that such training should be intensively carried out during the low season and that participants should be tested as part of the learning process. It is expected that the industry through the apex bodies will support this initiative through the provision of training venues, resources etc.

Skill standards, which incorporate the national skill standards at this level, should be developed, together with training manuals, learning materials and testing guidelines for delivery by international and local consultants. To ensure sustainability, it is recommended that suitable local trainers are identified and trained. 

It is recommended that this Unit should be based at the upgraded Gambia Hotel School, but possibly at the Gambia Tourism Authority as an interim measure. This will enable the Gambia Hotel School to respond to the specific needs of the industry as well as train new entrants to the sector. 

Once it has suitable facilities, the School will be able to run short courses on its premises, for example for cooks as well as other management development programmes, in addition to outreach programmes.

Potential disciplines are as follows:

	Leadership
	People management

	Timekeeping
	Work ethics

	Small business management
	Workplace discipline

	Health, hygiene & safety
	Service quality management

	Trainer skills
	Customer relations

	Advanced craft skills
	Selling skills


It is recommended that specific programmes address the needs of persons employed in lodges and small enterprises in rural areas, as well as those in ancillary functions such as customs and immigration officials.

7.3 Professional training of tour guides and training of trainers

It is recommended that a similar model be adopted to that of the supervisory level training, in that national skill standards and curriculum are developed for training new entrants and retraining of existing guides. The training itself will be carried out by the Tourism Training Unit.

Industry respondents recommended that due to the complexity and varied nature of tour guiding work, for example, bird watching and urban guiding that generic tour guiding skills programmes should be developed as a foundation to enable all guides to become certified at a basic level, on the understanding that they will require more specialised training and certification in their specific discipline. 

Given the numbers to be trained, it is unlikely that there will be sufficient demand for a full time institutional programme, so the training would initially be carried out by means of modular short courses. A full time course could eventually be developed if there is sufficient demand.

7.4 Tourism Awareness

It is recommended that a tourism awareness campaign is developed and coordinated by the Gambia Tourism Authority. Although primarily focused on the local population, it should also include the sensitisation of tourists visiting The Gambia.

Local activities could include tourism information for schools with tourism being included in the school curriculum. Information aimed at the general public could include media coverage, production of careers materials to sensitise parents and students to career opportunities in the sector, information about tourist sites and the economic benefits of tourism.

Information for tourists can include material for in-flight films on local attractions, together with cultural awareness matters. 

8. PROPOSALS FOR EDUCATION INSTITUTES

8.1 Requirements for the development of the Gambia Hotel School

8.1.1 Facilities

From consultations with industry, it appears that there are a number of options for the types of training to be provided, as follows:

· Enhanced existing craft level courses

· Development and introduction of supervisory level programmes

· Development and introduction of a broader range of programmes to meet the wider needs of the sector, for example tour guide training, travel operations

· Development and introduction of short craft & management development courses.

Given the poor condition of the facilities and equipment, a substantial upgrading is essential before any new programmes can be introduced.

Minimum facilities required are as follows:

· A demonstration kitchen and pastry room

· A demonstration bar/restaurant

· A demonstration, reception/front office area with appropriate computers

· A demonstration guest room

· A computer room

· Library facilities

· Appropriate lecture/teaching facilities.

Various models of hotel and tourism institutes exist around the world. One model that could be considered for The Gambia is the provision of an application hotel, attached to the Institute. This facility, of say up to 40 rooms with bar/restaurant etc. would provide the students with the opportunity to practice what they have learned and will also contribute to the operating expenses of the institute. Additional meeting/conference facilities would also enhance revenues. It is also recommended that such an institute would have hostel facilities, so students from outside of Banjul including the wider West Africa region, could be accommodated during their studies.

The Utalii College in Kenya, designed in accordance with this model, has a good reputation and contributes to training and education in tourism in the wider East African region. The proposed facility in The Gambia could contribute in a similar manner in West Africa.

It is recommended that the institute should be located in the Tourism Development Area as the present location in Kanifing would not be attractive to potential hotel guests.

In view of the substantial financial investment required, international donor intervention will be necessary, both to finance the building and the associated technical assistance to develop new programmes of study and train teachers.

8.1.2 Organisational structure

A key component in the organisational structure of the institute would be involvement of the sector operators on the board. It is understood that under the current structure, the Gambia Hotel School is part of the Department of State for Tourism & Culture.

Under the model as described, it will also be a commercial enterprise, so will have a dual public/ private sector role. It is recommended that a Governing Board consisting of private and public sector members manage the institute, thus giving more freedom to operate. Whilst it must be managerially self sufficient, it will need to continue to receive public sector funding, in addition to revenues it generates through its commercial operations.

It must be emphasised however, that the Institute will require long term support and funding to be successful. Utalii College has received substantial long term support from the Swiss government as well as the Kenyan authorities and tourism sector for many years to enable it to reach the position it is in today.

8.1.3 Capacity Strengthening

The staff of the School themselves need additional training and more will need to be attracted to work at the Institute. A key requirement in the area of human resources is to increase the number and quality of teaching staff. The optimum solution to this issue would be for the School to link with an international tourism training provider that would participate in a teacher exchange programme. This could involve experienced international teachers coming to The Gambia to work at the institute and help train existing staff and also existing teachers could visit overseas training institutes to gain experience. The School has already established links with two institutes in Europe. These could be made more formal and a more extensive partnership developed.

8.1.4 Funding

One of the problems facing the School is a lack of sustainable funding. Its subvention from the government is insufficient and it now has to charge fees to students. The model described will help to alleviate some of the funding issues; however revenue from commercial operations should be seen as a supplement to financial support from government and industry, rather than a substitute. The provision of a sustainable level of funding is likely to be a pre-condition of any donor funded interventions to upgrade the facilities at the School.

8.2 Other Institutes

8.2.1 Home Economics Skill Centre

The Centre does play an important role in training new entrants to the sector; however it also needs substantial upgrading. As it is unlikely that donor support will be found to upgrade both the School and the Centre, a solution could be to base both institutes on the same site, with some facilities, such as food preparation being shared between the two institutes.

8.2.2 Management Development Institute

A policy decision will be required concerning the development and implementation of supervisory level programmes, with the choice being between the Hotel School and MDI. In the short term MDI has the potential capability, provided it is supported by materials and trainer training as described above.

8.2.3 Gambia Technical Training Institute

Further research will be required to determine more precisely the role of GTTI in developing new programmes for the sector. 

9. FINANCING OF TOURISM TRAINING ACTIVITIES

9.1 Funding the training system on a sustainable basis.

At the current time, the Gambia Hotel School and the Home Economics Skill Centre are seriously under funded, resulting in lower quality training and education. If such institutes are to fulfil their roles effectively, they must have adequate funding.

The model described previously, whereby the upgraded Institute would be supported by the commercial operation of a hotel and other facilities, will contribute to the running expenses, however additional funding will be required.

For a national tourism training institute to be successful, it must receive baseline funding from the Government. The precise level will depend on the number and level of training courses offered, but it must be sufficient to attract and retain experienced teachers and provide for a reasonable standard of equipment and learning materials, so ensuring that students are exposed to an international standard of education. 

In addition, funding will be required to support the Tourism Training Unit in conducting short courses and upgrading skills of those already working in the sector.

In other countries, a variety of funding mechanisms are used, depending on the size and structure of the sector. In certain countries, Kenya for example, accommodation bills are subject to a 2% levy for tourism sector training and promotion. In other countries, a payroll levy is paid by employers to fund training expenses.

In The Gambia, it is important that the private and public sector consult to determine a system that will be effective over the long term. Consideration will need to be given to the precise composition of the funding of the training system, with it being shared by the Government (through subventions), the industry (through a payroll levy or other form of contribution) and the trainees (through tuition fees). 

During the high season, a development fund levy is charged to tourist arrivals. Although it is understood that this levy is earmarked for the funding of the GTA, consideration could be given to a certain proportion being allocated to training activities. In addition, the sector could support training activities through the provision of training venues, equipment and experienced senior staff.

It is likely that international donors will require evidence of sustainable long term funding of training activities, before committing to support the upgrading of facilities or other interventions.

9.2 Donor intervention

External support is likely to be required in the following areas:

· Upgrading and development of the Gambia Hotel School to a National Tourism Training 
Institute, including technical assistance to train teachers;

· Development of the national curriculum in the various disciplines at entry and intermediate levels and associated training of trainers;

· Establishment of the Tourism Training Unit, development of training programmes and learning materials and support to deliver initial programmes.

· Technical assistance to strengthen the role of the GTA in human resource development.

· Further development of tourism awareness campaigns

As part of the consultation process, meetings took place with the European Commission, the United Nations Development Programme and the UK’s Department for International Development. 

In the case of the Hotel School, a potential donor willing to fund infrastructure development will be required. In addition to international agencies, such as the United Nations, World Bank and the European Union, a number of individual countries have international development agencies that may be willing to support initiatives in this area. The Ministry of Foreign Affairs is likely to have details of agencies that have programmes in The Gambia.

It is recommended that the public and private sector establish priority areas of the proposed Human Resources Development Plan highlighting those that would potentially require external support, enabling detailed proposals to be prepared.

10. STRENGTHENING OF THE GAMBIA TOURISM AUTHORITY

10.1 
Institutional Framework for Training

The Gambia Tourism Authority has a mandate to develop the human resources base in the tourism sector. Since its inception it has undertaken a number of activities, for example the implementation of some short courses for the sector.

Resulting from consultations with the sector, it is proposed that the GTA has a more clearly defined role in human resources development. It is recommended that a Tourism Training Policy Department be established to be responsible for the following:

· Formulation of tourism training policy

· Liaison on curriculum development, occupational standards, accreditation of training institutes with the NTA

· Manpower planning – conducting surveys of employment, training needs etc.

· Co-ordinating delivery of short courses and trainer training programmes

· Co-ordination of tour guide training

· Co-ordination of tourism awareness programmes

· Monitoring the administration of tourism training funding

In addition, it is proposed that the Tourism Human Resource Development Committee is reconstituted with the GTA providing the secretariat. Also recommended, is the establishment of a Tourism Training Unit that would conduct training for the sector.

Policy decisions will be required to determine where the Policy Department and the Tourism Training Unit will be established, however the GTA could fulfil these roles in line with its mandate and make a valuable contribution to HRD in the sector. 

10.2 Institutional Strengthening of the GTA

If the GTA is to take on the functions described above, capacity building will be required, to ensure that it can carry them out effectively. This could be in the form of technical assistance to establish the Training Unit and conduct training, as well as assistance in establishing the policy/regulatory regime and development and implementation of tourism awareness programmes.

The GTA’s primary roles are the marketing and promotion of The Gambia and regulation, standards setting and quality in the tourism sector. In view of the changes in manpower that have occurred recently, it is recommended that at the appropriate time, a complete organisational assessment and training needs assessment is carried out of the GTA. This will determine its ability to carry out its mandate and identify what additional capacity building is required. This could form part of the initial steps in the implementation of the Tourism Master Plan.
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