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INTRODUCTION  

1. Environmental enforcement authorities (EEAs) need adequate human, material, and financial 
resources in order to fulfil their functions. In many countries, access to these resources will very much 
depend upon the political will to translate environmental law into practice. Where such will exists and 
basic funding is ensured, the number and particularly the quality of human resources are decisive factors 
in policy implementation. In this context, individual capacity development (training) is instrumental for 
raising the professionalism of staff members. 

2. In countries of Eastern Europe, Caucasus, and Central Asia (EECCA), training mostly occurs 
ad hoc through workshops, very rare exchange programmes, or by pairing a new employee with a more 
experienced colleague. Commonly, head office representatives visit territorial units to update staff 
members on new developments with environmental law. None of the training institutes or universities in 
EECCA have permitting, inspection and enforcement courses in their curricula. Scattered training events 
are part of technical assistance programmes. In many instances, the results of training are unsustainable 
as staff turnover is high. The character of existing expertise is mainly technical, adequate managerial or 
communication skills being scarce. 

3. The access to up-to-date training materials is limited. Where available, they lack practical 
information such as case studies, examples of filled in forms/documents, checklists, etc.  

4. While some EECCA countries have developed national training curricula, based on domestic 
legal systems, it is important to supplement them with good international practice and promote cross-
country coherence in regulation, inspection, and enforcement. Unfortunately, the limited ability of to 
speak foreign languages constitutes an important impediment for international exchange and training. 

5. In order to offer access to international experience, the EAP Task Force Secretariat has 
organised under its 2003-2007 work programme numerous training and know-how transfer events at the 
regional, national, and sub-national levels. The increasing demand for training, however, is difficult to 
satisfy without enlarging the circle of trainers and establishing a mechanism that would enable trainers to 
continuously update the training programmes and materials.  

6. At the same time, it will be important to change the current approach to training within EEAs 
and make it more coherent and structured, and based on a clear understanding of incentives to enhance 
performance. This document aims to facilitate such a process by presenting good practices of individual 
capacity development. It includes a methodology that could be used to define training priorities and 
establish sustainable training programmes for EEA staff in the region. The paper is addressed mainly to 
managers of EEAs. However, it might be helpful for EEA staff members, as well as specialised training 
institutes in the region.  

7. The document was developed within the work programme of the Regulatory Environmental 
Programme implementation Network (REPIN) of EECCA based on funding provided by Norway.  
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CORE ELEMENTS OF A STRUCTURED APPROACH TO INDIVIDUAL CAPACITY DEVELOPMENT 

Need for capacity development and a structured approach 

8. Individual capacity (or “competence”) can be defined as a set of [standardised] requirements 
for an individual to properly perform specific duties within an organisation and encompasses both 
knowledge and skills1. A continuous improvement of employees’ individual capacity is essential for any 
Environment Enforcement Authority in order to achieve its objectives and maintain high standards of 
service to the general public. It helps to: 

 Ensure that employees have the knowledge and skills necessary to perform their job 
assignments, including those associated with new functions and instruments of environmental 
management; 

 Help employees understand and coherently apply policies, laws, standards, and procedures; 

 Enable employees to use new or specialized equipment and information technology; 

 Develop communication skills with key stakeholders.  

9. The benefits and costs of individual capacity building call upon managers to introduce and 
actively use a well-structured system of staff development whereby training matches long-term objectives 
of the organisation. An efficient way to deal with individual capacity development is to establish 
competence profiles and a training programme that would assure that staff members are well equipped 
for all of their duties and that a system is in place for evaluating, raising and keeping up to date their level 
of competence.  

10. Where brain drain has a serious impact on the organisation, additional measures might be 
necessary to both adapt the capacity development approach to current realities and stop the brain drain 
so as training has sustainable results in the future. Overall, brain drain is often driven by lack of incentives. 
Performance-related pay is one important incentive for people to remain in the organisation, but 
managers have to realise that financial rewards only will not suffice to motivate staff. In this sense, 
capacity development as such can be a motivator for staff members by facilitating the fulfilment of their 
daily tasks, increasing staff value for the employer (thus chances to be promoted) and raising a staff 
member’s competitiveness in the labour market. Another important motivator is a supportive 
organisational culture.  

                                                      
1
 Individual capacity can also be defined more broadly as the will and ability to set objectives and achieve them using one’s 

own knowledge and skills. 
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Resource Allocation 

Needs and Priorities 

Target Setting 

Gap Assessment 

Programme Drafting 

Step 1: Inventory of topics and 
functions 

Step 2: Definition of priorities 

Step 3: Definition of training level 
and quantitative targets 

Step 4: Specification of qualitative 
targets 

Step 5: Inventory of current staff 
allocation and competencies  

Step 6: Assessment of the 
competence gap 

Step 7: Definition of the training 
approach  

Step 8: Programme compilation 

Step 9: Assessment an allocation of 
domestic resources 

Step 10: Definition of technical 
assistance needs  

Competence profiles and staff accreditation  

11. Competence profiles are used to specify the level of qualification required in each job in the 
organisation. The profiles follow the organisation’s mission and objectives. Together all the different posts 
in the organisation should cover the required competencies, both in a qualitative and in a quantitative 
sense. This is an important pre-requisite to fulfil the organisation’s objectives.  

12. Competence profiles form a basis for recruitment and selection of new staff members. A 
mandatory step in this process is determining a minimum level for entrance into the organisation. In most 
countries, the minimum entrance requirement for civil servants involved in compliance assurance is a 
degree from a university of applied sciences or a technical university. Experience in the industry is usually 
an advantage. Often, candidates are selected through an official test.  

13. Individual EEAs will have to decide, on the basis of the national legal framework, whether or not 
inspectors and permit writers need to be formally accredited to carry out their duties. If accreditation is 
necessary, they will also have to decide what level of competence must be reached for this purpose, and 
by what means it should be tested and maintained. 

Training programme development and implementation 

14. Training should not be an ad hoc activity; it has to follow a structured approach that includes 
the following elements: (i) analysis of training needs, staff profile, and available resources; 
(ii) development of training targets and methodology, as well as training materials; (iii) delivery of training 
as planned; (iv) evaluating whether training targets have been achieved; and (v) improvement of 
programme design. These elements form the so-called “training cycle”. First of all, the EEA will need to 
develop a training programme that at least would (i) specify training targets in both quantitative (number 
of staff) and qualitative (level of knowledge and skills to be achieved) terms; (ii) define the methods of 
training; (iii) allocate resources for training organisation. Figure 1 presents a more elaborated approach 
to the training programme development. This approach in further discussed in Annex 1. 

Figure 1. Ten steps for developing a training programme 
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15. As part of the training programme development, it is important to recognise that training is 
needed for both new staff and the existing personnel in order to refresh and further develop their 
competencies (Figure 2). Therefore the design of training programmes will differentiate between 
(i) introductory and basic technical training for newcomers; (ii) more advanced technical training for 
personnel likely to be engaged in complex duties; and (iii) on-going professional development of 
experienced staff and refreshment of existing skills and knowledge (so-called “refresher training”). 

Figure 2. Training “life-cycle” in relation to individual staff members 

Source: Based on IMPEL report on Best Practices concerning Training and Qualification for Environmental Inspectors. 

1) RECRUITMENT 

3) CONTINUOUS REVIEW 

2) INITIAL TRAINING 

Determine the minimum 
competencies required 

 at entrance level 

Recruit staff 

Assess new recruit / determine 
initial training needs 

Yes 

Provide initial training 

Is the staff member 
competent to work 

autonomously? 

Work autonomously 

Periodic evaluation / 
determine training needs 

Provide on-going training / 
professional development 

Undertake assessment of 
training effectiveness 

Review the needs  

No 
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16. In order to establish training targets, the EEA management will discuss and decide on the 
desired levels of competence to be achieved. Commonly, these are: 

 Basic level: having general notions and being able to apply new knowledge under supervision; 

 Intermediate level: showing good understanding of the issue and the ability to apply new 
knowledge independently; 

 Advanced level: acquiring knowledge at the level sufficient to play a leading role, e.g. advise, 
train, and supervise other staff. 

17. Also the design of training will be tailored to the needs of specific target groups. For example, 
managers will need training that enhances their knowledge and skills for overall planning and 
management, while field inspectors will receive more technical training.  

18. Training programmes need to cover a period of 3-4 years and be integrated into corporate plans 
(or institutional development plans) of EEAs. Annually, they will be translated into organisation-wide and 
individual plans of work. In countries where external aid is used to implement training programmes, 
technical assistance will be fully aligned to the EEA programme of training.  

19. Overall, the detailed design and ways of training delivery are largely a matter of choice by 
individual organisations. The training programme has to prioritise training needs in a way that takes 
account of the national regulatory framework, including its evolution in the light of international 
environmental law, and the country’s regulatory culture. It is likely to depend heavily on the size of the 
EEA, the rate of staff turnover, the availability of in-house mentors and lecturers, and upon the financial 
resources available to the EEA for procuring external training.  

20. Depending upon the size and complexity of the EEA, the management may wish to make special 
arrangements for supervision of the training programme. Appointment of a competent supervisor is likely 
to ensure that assessments are undertaken when due, appropriate courses or “on the job” training are 
organised, personal development plans and records of training are kept up to date and, particularly where 
accreditation depends on the acquisition and maintenance of competencies, management is informed of 
any difficulties arising from the assessment process. 

Indicative training duration 

21. The length of introductory training and initial learning on the job could be quite variable and, in 
some cases, be spread over a period of two years (see Box below). In addition to this, a well resourced 
EEA might allow a yearly 6-7 weeks allocation over a two-year period for the technical training of a 
beginner dealing with basic industrial processes, with a further annual training of 2-3 weeks for those 
dealing with more specialist fields or complex industrial processes. For staff that require training on new 
developments in technology and legislation, an allocation of 5-10 days per year may suffice, depending 
upon the extent of relevant developments. For example, an inspector would spend on training 13 days in 
average in Ireland and 5 days in Denmark.  



8 

Box 1. Examples of training duration in selected OECD countries  

France. Beginners are systematically trained according to a programme including two weeks theoretical courses and a 3-6 
months’ training on the job, which they must fulfill within the first three years of the job.  

Germany. The preparation of the new entrants for their tasks may be different across the landers. In some landers, the 
preparatory training can last from 15 to 24 months and puts the new entrants in a position to do all the tasks (permitting, 
inspection, enforcement, monitoring, etc.). Else, new entrants undergo an induction phase, usually of 6 months, during 
which they are instructed and supervised. 

Source: IMPEL, 2004. 

Assessment of individual capacity and personal training targets 

22. To determine whether a staff member meets his function’s profile and whether improvements 
can be made, it is necessary to form a judgement. Judgements, albeit subjective by nature, can be made 
more objective by developing a clear assessment framework and involving several people. Such an 
assessment, although not purely scientific, will provide the staff member with information on his level of 
knowledge and skills and directions for professional growth. Information acquired through competence 
assessment does not say anything about these competencies being good or wrong in general. In some 
instances, staff members may show a high level of competencies that, nevertheless, blocks present 
functioning, although this level would be an absolute advantage in another function. In general, the 
process of capacity development will achieve best results where people are willing to understand and 
admit not only their strong points but also the points that need improvement. 

Box 2. Staff assessment approaches in selected OECD countries  

Finland. No formal assessment of the inspector's skills and knowledge (except for samplers) is made, but the inspector's 
performance and training needs are discussed at annual personal development interviews between inspectors and their 
line managers.  

France. Individual assessment is made at the recruitment stage and trough the annual evaluation by the line manager. 

Germany. The performance and the abilities of civil servants are judged by their superior.  

Ireland. Inspectors participate in biannual assessments with their line manager. During this assessment progress with the 
work portfolio are discussed. In addition the training requirements for the inspector are assessed, and are fed back to the 
training coordinator who considers incorporating them within the following years training plan.  

Netherlands. Annually, an individual planning document with personal objectives is agreed between the supervisor and the 
inspector. This includes objectives for training.  

Spain/Galicia. No formal assessment is done. Supervisors are responsible for the evaluations of inspectors.  

United Kingdom (England and Wales). All staff members are subject to a performance assessment against annual 
objectives and are required to undertake quarterly reviews with their line managers. In addition, all staff members are 
required to maintain their own Personal Development Plans setting out key learning requirements for a period of time 
normally between one and five years. 

Source: IMPEL, 2004. 



9 

23. On the basis of the information and conclusions of competence assessment, the staff member 
can set up personal targets for training. The organisation should have the possibility to support staff 
members to meet such personal plans as much as possible. However, availability of resources will often 
be an issue, and prioritisation will in most cases be needed.  

24. Personal training targets will generally be made part of the individual planning documents (see 
Box 3) and provide a basis for the overall training programme of the organisation. The achievement of 
these targets will be a factor taken into account within the performance management process and may 
influence the level of staff payment.  

Box 3. Individual planning and performance management of environmental inspectors in Belgium 

Every year, environmental inspectors produce an individual planning document with personal objectives. Training is 
considered a way to obtain good results in reaching these objectives. At the end of year, all staff members undergo an 
evaluation whether and how the agreed objectives have been achieved. Those who have performed exceptionally receive a 
financial reward. In the case of poor performance, the staff member’s advancement in terms of pay scale seniority is slowed 
down, while if the result of the evaluation is «insufficient», there is no progress at all in this respect. If the member of staff 
is given the evaluation «insufficient» on two consecutive occasions, he or she is dismissed on the grounds of professional 
unfitness (very exceptional situation). Individual planning is part of the so-called PLOEG (a process which highlights the 
aspects of planning, leadership, follow-up and support and evaluation as well as making the participants feel valued). 

Source: IMPEL, 2004. 
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COMPETENCE CLUSTERS  

25. Commonly, staff members of an EEA are required to have a wide spectrum of competencies. 
These will largely depend upon the EEA mandate, its organisation and management. The main duties will 
normally be in the sphere of [permitting], inspection and administrative enforcement. Very often, 
however, EEA staff will be required to participate in, or contribute to, the functioning of other steps in the 
regulatory cycle. While traditionally the focus has been put on theoretical knowledge, the understanding 
is growing that staff competence extends to work skills but also attitude. In team-based organisations, the 
key requirement is for the team as a whole (rather than individuals) to have a full range of competencies. 
Within an EEA, competencies can be grouped in two large clusters – topical and function-specific. Annex 2 
provides an example of competence clusters established jointly by the member states of the EU.  

26. In each cluster, the level of competence will vary from the basic level that reflects the “core” 
competence level to advanced (“super-specialist”) level. Competence profiles will be different for political 
leaders, managers, and field inspectors. 

Topical competencies 

27. The topical competencies cover areas that underpin the EEA activities. These include, for 
instance: 

 Environmental management: The general principles and logic of environmental management 
systems should be understood, from assessment of environmental effects, through 
development of environmental policies and targets, and organising and managing their delivery 
(e.g. through planning and prioritisation of inspections, inspection and enforcement strategy), 
to reporting on achievements and progress and identifying areas for further improvement. This 
also may include the understanding of environmental policy principles (such as the Polluter Pays 
Principle) and principles of effective and efficient regulation; 

 Environmental law: This includes a general knowledge of the relevant legislation and of the 
statutory basis for EEA’s duties and powers; 

 Scientific and engineering knowledge: This includes a basic knowledge of the behaviour of 
pollutants in the environment and of how to detect and measure them. It may also include 
some understanding of potentially polluting processes, together with relevant prevention and 
abatement techniques, and process monitoring; 

 Risk assessment: This aspect borders on a specialist area but it is desirable for an inspector to 
have some understanding of the relationships between sources of hazard, pathways in the 
environment, receptors or potential targets for impact, probability and consequent risk, 
including personal safety and occupational health. 

28. The required range of topical competencies will be influenced by the policy choice between a 
traditional policing approach and a more goal-based or educative approach. In the case of the latter, EEA 
staff are likely to have to be more knowledgeable about the effect of releases into the environment, 
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about setting environmental objectives and targets, and about environmental management systems in 
enterprises. In the traditional approach, the emphasis is more likely to be on knowledge of particular 
processes, plant operation and process control, treatment and management of waste, etc. A modern EEA 
will also need staff trained in economics, public relations, and information management.  

Function-specific competencies 

29. The function-specific competencies would normally reflect the EEA mandate and refer to such 
functions as: 

 Identification of the regulated community;  

 Compliance promotion; 

 Permitting or providing feedback on permit conditions; 

 Monitoring emissions and assessing their impact; 

 Verifying environmental compliance; 

 Team management; 

 Instigating formal enforcement action; 

 Ensuring an emergency response; 

 Representing the regulatory body at meetings with the public, local authorities and other 
bodies; 

 Contributing to the development and continuous improvement of regulation and inspection. 
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TRAINING METHODS 

30. Implementation of the training process first requires identification of the most appropriate 
method of learning. Training on the job will be appropriate for some and structured education courses or 
seminars for others. Learning on the job is a gradual process involving, first of all, an element of 
demonstration, or “showing how to do it in practice”, followed by an indefinite period during which 
mentoring or advising may be helpful.  

31. Training by way of courses or seminars is likely to include introductory training for new 
inspectors. The contents of such training will include practical information about the regulatory body and 
its administrative, financial, and management systems, together with appropriate elements of the core 
technical competencies, such as relevant environmental law, pollution control and regulatory principles, 
and legal procedures.  

32. Other courses or seminars will need to address specific issues for the purpose of professional 
development. These may be relevant for both new inspectors and established inspectors. In the first 
instance, new inspectors will need to attend courses and seminars in order to complete the development 
of their core technical competencies and to build a cluster of technical competencies relevant to their 
assigned duties. Established inspectors may need to develop a new cluster of technical competencies 
upon a change of assignment or may need to refresh existing skills.  

33. Such courses and seminars can be delivered in various ways. They may be organised and taught 
internally by staff of the EEA or by invited lecturers. In the case of a territorial unit this may be done at a 
local level or at a central, national level. They may also be organised and taught externally by sub-
contracting training institutions. A variation of the learning process, which lies between planned 
experience and external courses, is secondment to another organisation with a similar mandate 
(domestically or abroad) or to an industrial company for experience. 

34. The following questions need consideration when deciding how to deliver training: 

 Is the knowledge/skill currently within the organisation? Do the employees with the substantive 
knowledge/skill also have the ability to train? 

 What kind of training methods could be used? 

 Should the organisation train trainers or should training be out-sourced? Does a cost/benefit 
analysis support out-sourcing? 

 Will the training be mandatory or voluntary? 
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ANNEX 1. A POSSIBLE METHODOLOGY FOR TRAINING PROGRAMMES DEVELOPMENT 

Annex 1 presents a methodology for training programme development (TPD) that may be used by 
EECCA countries to define priorities and specific targets for capacity development at the individual level. 
The methodology is an adaptation of the approach used by the Dutch Environmental Inspectorate and 
also draws from materials developed by the National Enforcement Training Institute of the United States 
Environmental Protection Agency. The methodology aims to help EECCA countries to better evaluate the 
resources required for an effective implementation of newly enacted laws, as well as to have a more 
structured approach towards the training component of technical assistance. The methodology assumes 
that a certain level of individual capacity is already present therefore requires further adaptation in the 
case of newly established authorities. The proposed TPD methodology consists of ten steps: 

STEP 1: Inventory of the thematic coverage and functions 

The TPD starts by looking at the overall framework for environmental regulation and enforcement, in 
particular the priorities of national environmental policy and plans for legislation development. In most 
cases, this information is well documented, thus the task is often limited to reviewing available 
documents and compiling a list of issues that would reflect: 

 The government’s environmental and regulatory priorities; 

 Evolution of the legal framework:  

Areas of regulation where legal acts have undergone changes within the last 12 months, 
particularly those that may have a major impact on the regulated community and regulatory 
monitoring (in terms of resources required but also in light of government credibility and 
fairness of regulation and enforcement); 

Areas of regulation where new legal acts are planned to be enacted within the next 
12 months; 

Areas of regulation where new legal acts are planned in a longer-term perspective; 

 Evolution of environmental issues:   

Emerging industrial sectors and related environmental problems;  

Segments of the regulated community that experience fast growth (or increasing 
contribution to environmental pollution and degradation) and possible specifics in their 
regulation; 

New pollutants with high environmental and health risks. 

Also at this stage of TPD, the environmental enforcement authority would make a full inventory of 
existing functions and likely/desired changes in its mandate.  
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Example 

The government’s 
environmental and 
regulatory priorities 

Environmental priorities: Improvement of surface water quality and better 
control of pollution from oil extraction  

Regulatory reform priorities: Simplification of permitting procedures and 
ensuring transparency of inspection procedures 

Evolution of the legal 
framework 

Frequently amended legislation: Administrative Code 

Short-term plans for law-making: Energy efficiency law 

Longer term plans for law-making: Law on renewable sources of energy 

Evolution of 
environmental issues 

New sectors: Petrochemical industry and incinerators 

Growing segment of regulatees: SMEs in the field of construction 

New pollutants: Dioxins from incineration 

New functions Verification of self-monitoring systems in enterprises; compliance promotion; 
supervision of local authorities 

 

The items from this inventory are then grouped in two clusters: (i) topic-specific cluster, and 
(ii) function-specific cluster.  

STEP 2: Definition of priority topics and functions  

For each of the two clusters, a “priority matrix” will be developed. The matrix will illustrate the 
comparative importance (high, medium, and low) of various areas within the cluster from a time 
perspective (i.e. current and future importance). This will help establish priorities for competence 
development as follows: 

 High priority: areas of major importance currently and in the future (e.g. corresponding to 
“ring-fenced” functions, such as permitting) ; 

 Medium priority: areas where current importance is minor but will increase in the future or 
current importance is major but will decrease in the future; 

 Low priority: areas where of steadily diminishing importance. 
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For example, the matrix could take the following form: 

Knowledge area Current 
importance 

Future 
importance  

Priority for 
training 

Topic-specific competencies 

1.     

2.    

….    

Function-specific competencies 

1.     

2.    

….    

STEP 3: Definition of the desired level of training and number of staff to be trained 

The next step is to define in general terms the quantitative targets for staff training:  

 Basic level: to be achieved by 100% of staff within the EEA (or a specific unit); 

 Intermediate level: to be achieved by X people, e.g. 2-3 in the central office and 1-2 people in 
each territorial unit of the EEA; 

 Advanced level: to be achieved by Y people, e.g. 1-2 overall (or to be outsourced).  

In order to guarantee the efficiency of investment into training activities, it will be important to 
decide whether the EEA needs people with an advanced level of training on specific issues. Normally, this 
would be the case for the functional cluster but less important for the topical cluster.  

STEP 4: Specification of the qualitative training targets  

For each level of competence, a detailed description will be prepared according to the table below. 
The description will cover knowledge, skills and attitudes per each level (basic, intermediate, and 
advanced). 

Example  

Knowledge area General 
description 

Levels of competence 

Basic Intermediate Advanced 

Topic-specific competencies 

1.      

2.     

….     

Function-specific competencies 

1.      

2.     

….     
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STEP 5: Inventory of current allocation of human resources and levels of staff competences 

Each staff member will be required to complete an “individual competence matrix”. The data 
obtained through self-assessments will be then validated and compiled in a summary table.  

Individual competence matrix 

 
INDIVIDUAL COMPETENCE MATRIX 
Name: 
Department and position: 
Topical focus: 
Functional tasks: 
Work experience within the EEA (years): 
 
Theoretical knowledge: Absent Basic Intermediate Advanced 
 
Topic-specific 
… 
… 
 
Function-specific  
… 
… 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

Practical skills: Absent Basic Intermediate Advanced 
 
Topic-specific 
… 
… 
 
Function-specific  
… 
… 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

Summary competence matrix  

 
Staff allocation and level 
of knowledge and skills 

Number of staff 

Total No training Basic Intermediate Advanced 

 know-
ledge 

skills know-
ledge 

Skills know-
ledge 

skills know-
ledge 

skills 

Topic-specific          

1.          

2.          

…          

Function-specific          

1.          

2.          

…          
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STEP 6: Assessment of the competence gap 

After having assessed the current level of competencies, the EEA should determine the competence 
gap: 

Knowledge gap 

Knowledge Basic level,  
no. of staff  

Intermediate level,  
no. of staff 

Advanced level,  
no. of staff 

Desired 
situation 

Current 
situation 

Desired 
situation 

Current 
situation 

Desired 
situation 

Current 
situation 

Topic-specific 

1.       

2.       

…       

Function-specific 

1.       

2.       

…       

Skills gap 

Skills Basic level,  
no. of staff 

Intermediate level,  
no. of staff 

Advanced level,  
no. of staff 

Desired 
situation 

Current 
situation 

Desired 
situation 

Current 
situation 

Desired 
situation 

Current 
situation 

Topic-specific 

1.       

2.       

…       

Function-specific 

1.       

2.       

…       

 

STEP 7: Definition of the training approach 

The next step is to define the training approach to be used – individual or collective, or a 
combination of the two. The key criteria used to this end will include: (i) the size of the target audience; 
(ii) effectiveness of individual versus collective learning; and (iii) resources available to the EEA. 

STEP 8: Compilation of the competence development programme 

Based on the outcomes of Step 1-7, the EEA will compile a training programme. The programme will 
cover needs for refreshment training and training of new staff.  
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STEP 9: Assessment and allocation of internal resources 

The EEA will define what budgetary resources need and could be allocated to implement the training 
programme. This will cover allocation of internal resources (staff time, travel money, material printing, 
etc.) or money to procure external services.  

STEP 10: Definition of technical assistance needs 

In certain cases, training can be provided by donor countries and institutions. Therefore it will be 
important to link capacity development assistance with training priorities. To this end, the EEA will need 
to clearly communicate their priorities to donors.  
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ANNEX 2: IMPEL2 CORE COMPETENCES AND QUALIFICATIONS 

In a recent project, the European Union Network for the Implementation and Enforcement of 
Environmental Law (IMPEL) has examined the systems in place in the EU Member States for the training 
and qualification of inspectors and permit writers. Within this project, six groups of competences were 
identified: five for core competences, one for personal attributes. The core competencies were derived 
from an exercise in which IMPEL members scored proposed competencies from 1 to 3. The scores were 
averaged and those above an agreed figure identified as core. 

IMPEL defined “core competencies” of inspectors and permit writers as those qualifications, skills 
and attributes which are needed or essential to fulfill these respective roles. A distinction is made 
between «personal competences» (those which any inspector should have at least a basic understanding 
of) and «team competences» (needed within a team of inspectors but not necessary for each inspector).  

Given important differences in permitting and inspection systems across the EU, it was agreed that 
the core competences identified below are the minimum required in many cases and that other and 
additional competences may be considered core in a particular Member State depending on the 
permitting and inspection system in place. 

1. Administrative framework and legal skills 

Core competences 

Inspection Permitting 

Individual Team Individual Team 

National environmental legislation X  X  

Administrative law and Civil law X  X  

Administrative systems X x  x 

Administrative enforcement X x  x 

Organizations’ roles and responsibilities X  X  

Environment quality standards  x X x 

Emission standards X  X x 

Physical and spatial planning   X x 

Criminal law (related to environment)  x  x 

2. Methodology of inspection 

Core competences 

Inspection Permitting 

Individual Team Individual Team 

Site inspection/methodology, kind of inspections x x   

Compliance monitoring x  x  

Management systems (quality, environment, safety) x    

                                                      
2
 The European Union Network for the Implementation and Enforcement of Environmental Law (IMPEL) is an 

informal Network of the environmental authorities of the Member States, acceding and candidate 
countries of the European Union and Norway. 
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Inspection planning  x    

Safety risk assessment  x  x 

Sampling management x    

3. Methodology of permitting process 

Core competences 

Inspection Permitting 

Individual Team Individual Team 

Environmental impact assessment (EIA), health issues, 
impact on environment quality 

x x x  

Determine emission limit values and permit 
conditions 

x  x  

Permitting systems x  x  

Write clear and enforceable permit   x  

 

4. Technical skills 

Basic knowledge of different technical sectors is required for all inspectors and permit writers as a 
personal competence according to the tasks and responsibilities of the inspecting body. In addition a 
specialist may be needed in the team or outside the inspecting body in order to achieve a high level of 
expertise in several key areas. The experts required will depend on the role of the organization and the 
scope of enforcement or permitting that is undertaken. Following the same methodology, scores for 
technical skills were found to be the same for inspection or permitting. 
 

4.1. General  4.2. Air 

Scientific background Odor assessment 

Chemical Air dispersion modeling 

Environment (a)  

Pollutants  

Impact on human health  

Environmental quality standards  

4.3. Water 4.4. Waste 

Aquatic toxicology Waste classification/management 

Groundwater risk assessment/modeling Hazardous waste 

Water recycling in the installation Waste minimisation 

 Transportation 

 Recycling 

4.5. Noise 4.6. Soil 

 Contaminated land 

4.7. Process 4.8. Environmental Monitoring 

Clean technology Operator self monitoring 

Process and chemical engineering Environment quality monitoring  

Best Available Techniques (BAT) 
Emissions monitoring  
 

Energy/Resource management  

Abatement techniques  

Chemical handling  
a) Including ecology, hydrogeology, biology, and immunology. 
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5. Communication, management and inspection tools 

 
 
Core competences 

Inspection Permitting 

Individual Team Individual Team 

5.1. General     

Technical report writing x  x  

Dealing with companies and negotiation techniques (a) x  x  

Dealing with the public and media  x  x 
5.2. Management skills     

Time management x  x  

Health and safety for environmental inspector x    

Project management5.3. IT/Software skills x    

5.3. IT/Software skills     

In-house databases x  x  
a) The communication between the inspector and the company can be very different from the communication between the 
permit writer and this company: while the permit writer can communicate on the 'soft' side (negotiation), the inspector 
also needs the 'hard' side to enforce the legislation and to deal with conflicts. 

6. Personal attributes 

The following personal attributes were considered essential:  

 Integrity; 

 Objectivity; 

 Constructive thinking; 

 Commons sense - knowing when you don’t know; 

 Ability to work under pressure; 

 Self confidence; 

 Perseverance; 

 Team player. 
 


