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TRANSFORMATION CHARTER 

 
We, the Environmental Assessment Practitioners Association of South Africa (EAPASA), undertake 
to promote the transformation of Environmental Assessment Practice in South Africa through the 
empowerment of Black, female and disabled professionals. 

This transformation will be promoted by:  

 Ensuring diversity and representivity on the Board and the Committees of the Board 

 Applying the principles of Recognition of Prior Learning as a transformative approach to the 

registration process  

 Incentivizing support for and mentoring of emerging Black professionals through the 

Continued Professional Development requirements of re-registration 

 Monitoring and reporting the demographics of registered and candidate EAPs  

 Developing strategic partnerships which can assist in the promotion of the profession 

amongst Black, female and disabled individuals at institutions of higher learning   

 Supporting youth development programmes which aim to attract Black, female and disabled 

candidates to relevant fields of study 

 

__________________________ 

Snowy Makhudu 

Chairperson of the Board 

Date: August 2018 

 

 

 

 

 



Transformation Charter and Strategy of the Environmental Assessment Practitioners Association of South Africa 

 

3 
 

 

TRANSFORMATION STRATEGY  

 
1. INTRODUCTION 

 

 “The overriding purpose of the Association is to promote the public interest through the advancement 
of the quality of environmental assessment practice in South Africa by establishing, promoting and 
maintaining registration of Environmental Assessment Practitioners in terms of s24H of the National 
Environmental Management Act, Act 107 of 1998.” 1 
 
Within the EAPASA Constitution, one of the goals of the organisation is: “To promote the 
transformation of EA practice through the empowerment of Black and female professionals;”2 

Therefore it is seen to be one of the functions of EAPASA to …”Promote the transformation of the 
profession in terms of representivity and practice”3 

The Constitution further requires that a Transformation Charter be developed. In Clause 9.13 it states 
that ”The Board will develop a Transformation Charter outlining how it intends to promote 
representivity within the profession, the transformation of EA practice and targets and objectives 
related to ensuring representivity on the Board and committees of the Association”. 

The South African Broad-Based Black Economic Empowerment Act 53 of 2003 specifically notes 
priority elements of ownership, skills development and enterprise and supplier development as key 
areas to determine transformation and empowerment of previously disadvantaged groups. Within the 
context of EAPASA as a professional body, these elements are embodied in the Constitution of the 
EAPASA Board and are to be advanced within its professional membership, the potential or 
candidate professionals and the future of the profession in the form of career pathways. 
  
  

                                                           
1 Clause 3.2 of the EAPASA Constitution 
2 Clause 3.3.3 of the EAPASA Constitution 
3 Clause 3.4.6 of the EAPASA Constitution 
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2. LEGAL & POLICY BACKGROUND 

 

2.1 Broad-Based Black Economic Empowerment Act (Act 53 Of 2003)4  

The Broad-Based Black Empowerment Act (BBBEE) draws specific attention to the fact that during 
Apartheid race was used to control access to resources and skills. This left a legacy of the vast 
majority of South Africans being excluded from effective participation in the economy. The Act aims 
to promote Black empowerment so as to address and correct this legacy by promoting equal 
opportunity and equal access to resources and skills.  

BOX 1: Definitions from the Acts 
 
According to the BBBEE Act the following clarity is provided in the definitions: 

 The term “Black” is a generic term which means Africans, Coloureds and Indians. 
 

 Broad Based Black Economic Empowerment means viable economic 
empowerment of all Black people in particular women, youth, people with disabilities 
and people living in rural areas.  

 
An additional definition of relevance was introduced by the Preferential Procurement 
Regulations of 2001 
 
Historically Disadvantaged Individual (HDI)- this means a citizen who: 

 due to Apartheid had no franchise in national elections prior to the 1983 or 1993 
Constitution and /or  

 is female and /or 

 has a disability 
  
These definitions are utilised in this Strategy when these terms are used. 

 

2.1.1 BBBEE:  Code of Good Practice 

The Minister of Trade and Industry published codes of good practice as defined under Section 9 of 
Act 53 of 2003. These codes of good practice were Gazetted 11 October 2013, Notice 1019 of 2013.  
The codes measure all organs of state and public entities, but allow that sectors which have issued 
their own codes of good practice are measured by those issued codes. The code took effect from 
November 2014. 
 
The principle of this code is to effect the intention of the BBBEE Act. The priority elements used in 
this code include: 

1. Ownership,  
2. Skills development and  
3. Enterprise and supplier development  

These elements are important to develop and support as a Sector and therefore inform the Continued 
Professional Development requirements of EAPASA. 

                                                           
4 BBBEE Act was amended in Act 46 of 2013 
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2.2 Employment Equity Act (Act 55 of 1998) 

Those with disabilities traditionally experience high levels of unemployment and underemployment 
and/or lower than average remuneration. As part of the broader equality agenda it is important to 
recognise the rights of people with disabilities and recognise that when opportunities and reasonable 
accommodation is provided that people with disabilities can contribute valuable skills and abilities 
and be active participants in the economy.  

 An “Employee with disability” has the meaning as defined in the Code of Good practice on key 
aspects of disability in the workplace issued under Section 54 of the Employment Equity Act. 

 

BOX 2: Accommodating Disability5 
 

For purposes of determining eligibility for a reasonable accommodation, a person with a 
disability is one who has a physical or mental long-term or recurring impairment, which has a 
substantially limiting adverse effect on their ability to carry out normal day to day 
activities.  Further criteria according to the definition are set out as hereunder: 
 
Long-term or recurring 

 Long term means the impairment has lasted or is likely to persist for at least twelve 
months.  A short-term or temporary illness or injury is not an impairment which gives 
rise to disability. 

 A recurring impairment is one that is likely to happen again and to be substantially 
limiting.  It includes a constant underlying condition, even if its effects on a person 
fluctuate. 

 Progressive conditions are those that are likely to develop or change or recur.  People 
living with progressive conditions or illnesses are considered as people with disabilities 
once the impairment starts to be substantially limiting.  Progressive or recurring 
conditions which have no overt symptoms or which do not substantially limit a person 
are not disabilities. 

 
Impairment 

 An impairment may be physical or mental. 

 Physical impairment means a partial or total loss of a bodily function or part of the 
body.  It includes sensory impairments such as being deaf, hearing impaired, or 
visually impaired and any combination of physical or mental impairments. 

 Mental impairment means a clinically recognised condition or illness that affects a 
person’s thought processes, judgement or emotions. 

 
Substantially limiting 

 An impairment is substantially limiting if, in the absence of reasonable accommodation 
by the employer, a person would be either totally unable to do a job or would be 
significantly limited in doing the job. 

                                                           
5 Source Pers Comm, Jeremy Opperman : WCG Disability Desk, 2015 
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 Some impairments are so easily controlled, corrected or lessened, that they have no 
limiting effects.  For example, a person who wears spectacles or contact lenses does 
not have a disability unless even with spectacles or contact lenses the person’s vision 
is substantially impaired. 

 

3. SECTOR CONTEXT 

 
The Environmental Impact Assessment Management Strategy released in 2014 noted that, ”The 
environmental sector should consider the extent to which the Minister of Trade and Industry’s 
published codes of good practice are adequate for the sector. If the identified stakeholders agree that 
more specific actions will accelerate the attainment of the objectives of the Broad-Based Black 
Economic Empowerment Act, Act No. 53 of 2003 (BBBEE Act), then a Sector Transformation Charter 
should be considered”.   
 

BOX 3: Sector Transformation Charter 
 
The development of such a Sector Transformation Charter under the BBBEE Act requires that all 
major stakeholders in any particular sector first be identified, and that these stakeholders participate 
in the formulation of a transformation charter. As such this Charter/strategy only states the intention 
of EAPASA and is not deemed to be a Sector Charter at this time. 
 
For the purposes of the formal development of a Sector Charter the stakeholders would encompass 
the EA practitioners as identified by NEMA. 

 
3.1 Sector Gender Strategy (2016) – Department of Environmental Affairs  

Department of Environmental Affairs (DEA) completed the development of a Sector Gender 
Strategy for 2016-2021 to augment and implement the National Policy Framework for Women’s 
Empowerment and Gender Equality (2000). 
 
 
The Strategy focusses on the following objectives: 

 
 Provide strategic guidance for gender mainstreaming in the environment sector.  

 Provide direction on how gender mainstreaming for the environment sector can be put into 
practice.  

 Provide a framework for gender mainstreaming and outlining funding opportunities.  

 
Priorities toward gender mainstreaming within the environment sector were identified by and are to 
be implemented by the Strategy and the Gender Action Plan through the different strategies that have 
been outlined by the Strategy during to 2016 – 2020 are as follows:  
 

 Ensure policies accommodate gender mainstreaming and women issues;  
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 Education and awareness i.e. Knowledge and skills transfer, mentorship programmes, 
Forging of partnerships and networking platforms, Integrate and environment element within 
school curricula, etc.;  

 Create empowerment programmes that start with capacity development and then eventually 
result in tangible projects at grassroots. It is very important that provincial and local 
government are the key drivers of this.  

 Create opportunities for women to show case what they have achieved;  

 Creating and ensuring access to financial assistance and technological advances;  

 Focus on women in rural areas;  

 Raise literacy levels of women involved in projects and ensure participation of women with 
disability and women with children with disabilities;  

 Identify already existing projects and identify gaps while ensuring project sustainability for 
continuity;  

 Gender Focal Points (GFP) established at all departments which serve as nodal points for 
gender mainstreaming into the core of each department’s core functions and who’s location 
should ideally be in the Director Generals’ offices at Director level and upward to ensure 
uniformity.  

 Identify sector funding partners for the implementation of the Strategy i.e. Banks, DBSA, 
IDC, etc.  

EAPASA has aligned its transformation approach to support the aforementioned policy frameworks.  

 
4. FINDINGS OF THE EAPASA FEASIBILITY STUDY (2016)6 

 

In 2015, EAPASA commissioned a feasibility study to determine the number of active EAPs in South 
Africa who would require registration and the possible governance and financial models which could 
be sustainably adopted. The CSIR therefore undertook a survey in order to determine the size and 
profile of the industry. The survey sample size and respondent numbers was deemed to be 
statistically significant and has therefore been used as a 2015 baseline for EAPASA against which 
to consider transformation. 

 

Population Group 

Based on the findings it is clear that the Sector has a significant majority of White professionals with 
over 70% of the respondents falling into this category. The second largest population group from the 
survey being Black.  

                                                           
6 Source: CSIR (2016) Feasibility and Sustainability Study for the Registration Authority for Environmental Assessment 
Practitioners in South Africa 
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Figure 1: Survey respondents: Population Group  

 

Age Profile 

The age profile of the industry is healthy as there are numerous young professionals and the current 
majority (44%) are 26-35 years old and the next highest grouping being 26% in the 36-45 year old 
category.  

 

 
Figure 2: Survey respondents: Age profile  

 

Gender profile 

There is a good gender balance with a slight tendency for the industry to have a slight majority of 
female professionals.  

 

Figure 3: Survey respondents: Gender profile  
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5. EAPASA TRANSFORMATION APPROACH 

 
The EAPASA transformation strategy will be based on a phased approach. As the initial priority is to 
register those currently in practice the approach to transformation of that group must be pragmatic 
and increasing in vigour over time. Figure 4 depicts the increasing effort which will be applied to 
transformation of the body of Environmental Assessment practitioners. 
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Figure 4: Phased approach 2012-2025 to increasing transformation in Professional Environmental Assessment Practice 
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There are four specific core elements to the EAPASA Transformation strategy which focuses on the 
core elements mentioned at the beginning of this document as seen below in Figure 5. 
 

 
Figure 5: Core Elements of the EAPASA Transformation Strategy 
 
5.1 Constitution of the EAPASA Board and its Committees 

 
Clause 9 of the EAPASA Constitution outlines the requirements of the Board membership as a 
tangible effort to ensure representivity within all operations, functions and decisions of the Board 

BOX 4: REPRESENTIVITY IN THE EAPASA BOARD COMPOSITION 

The Board of EAPASA has been formulated in the Constitution to itself promote diversity and 
transformation by stipulating specific numbers of Black and female members to ensure diversity in 
the leadership. Clause 8.8 outlines the requirements. 

In electing or appointing members to the Board from time to time, the Association must seek to 
maintain a Board membership which comprises: 
 
8.8.1  Nine (9) REAPs of whom Four (4) should preferably be in the fulltime employment of a 
provincial government, Four (4) should be women and Four (4) should be Black and all should be 
respected and experienced in the practice of Environmental Assessment who: 
       8.8.1.1 are registered EAPs 
       8.8.1.2 have a good conceptual and practical understanding of sustainable development; 
       8.8.1.3 have in-depth knowledge and experience of the required competencies for EA in South 

Africa and are able to demonstrate their application at a high level; 

1. Constitution 
of the Board 

and its 
Committees

3. Inclusiveness 
of Possible 
members 

(Candidate 
EAPs)

2. Profile of 
Membership of 

EAPASA

(registered 
EAPs)

4. Development 
of Sector to 

attract inclusive 
range of new 

entrants
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       8.8.1.4 have knowledge and experience of the relevant law, policy and regulations governing EA 
and underpinning approaches to sustainable development in South Africa; and,  

       8.8.1.5 are acknowledged for their contribution to the development of EA practice and the 
community of practitioners in South Africa.  

8.8.2 One (1) representative of the academic or education sector relevant to environmental 
assessment and who may or may not be a Member of the Association. 

8.8.3 One (1) person employed at national government level with extensive relevant experience in 
the area of environmental assessment and sustainable development and who may or may not be a 
Member of the Association. 

8.8.4 Two (2) respected members of the wider community who have demonstrated a sustained and 
active interest in environmental management and sustainable development in the Republic and who 
may or may not be Members of the Association. 
8.8.5 At least Six (6) people who are female. 
8.8.6 At least Seven (7) people who are Black.  

This explicit effort extends to the Committees of the Board to ensure a balance of representation. 
The requirements for the Registration and Professional Conduct Committees are stipulated in Clause 
10.3.1 and 10.3.2 of the Constitution respectively. 

The Professional Development Committee7 has a particular responsibility for encouraging existing 
practitioners to mentor and empower those in the historically disadvantaged categories as well as to 
develop the Transformation Strategy. 
  
5.2 Profile of EAPASA Membership: The Registered Practitioner 

 
The goal of the EAPASA Board is to strive towards a representative profession and ensuring a fair 
process for registration is a critical part of ensuring an inclusive profession. Reporting on the 
registration profile will guide future actions in terms of transformation. There are three specific actions 
identified for this core element, namely: 
 

 The explicit application of Recognition of Prior Learning as a tool for confirming competency 
is used to ensure reasonable opportunity for all applicants.  

 The monitoring and reporting of demographics of registered EAPs and candidate EAPs allows 
for review and revision of transformation efforts. 

 Incentivizing support of emerging Black professionals through the Continued Professional 
Development requirements of re-registration. 

 
 
5.3 Inclusiveness of Possible Members: Candidate EAPs 

 
As identified in the EIAMS, learnerships can be used where there is an identified gap in experience 
or competence to assist graduates in meeting the requirements for registration as a Registered EAP. 
A range of learnerships aimed at enabling competence in specific areas is needed and EAPSA should 

                                                           
7 Clause 10.3.4 of the EAPASA Constitution 
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play a role in lobbying for such opportunities to be made available and guiding the nature of such 
learnerships.  
 
Mentorship and internship programmes should be designed around the needs of the individual 
entering the programme. The Continued Professional Development requirement of re-registration 
incentivises support of emerging Black professionals through the internship and mentorships. As a 
part of the registration process all practitioners are asked whether they will make themselves 
available for mentoring should they be successfully registered. This database of willing mentors will 
be available on a regional basis to candidate EAPs. 

 

BOX 5: Definitions of work place learning options as per the BBBEE Code of 
Good Practice (2013) 
 
Internship means an opportunity to integrate career related experience into an undergraduate 
education by participating in planned, supervised work. 
 
Apprenticeship means an agreement between an apprentice and an employer for a set 
period of time during which the apprentice works and receives training in the workplace. 
 
Learnership means a work-based route to a qualification. It is a workplace training and 
education programme comprising both structured practical workplace (on-the-job) experience 
and structured theoretical training. 
 

 
 
5.4 Development of Sector to Attract Inclusive Range of New Entrants: Recruitment into the 
Field 

 
The following strategies will be adopted to develop the sector and attract new entrants: 

 
 The development of strategic partnerships will be established to assist in the promotion of the 

profession amongst emerging Black, female and disabled professionals;  
 Supporting youth development programmes which assist in attracting Black and female 

candidates to relevant fields of study 
 
 

6. MONITORING & EVALUATION 

 

The following indicators will be reported on in the annual EAPASA report in order to track outcomes 
and inform future transformation efforts. 

Indicators: 

1. Number of applications for registration disaggregated for EAPs, Candidate EAPs and re-
registration as well as by gender, race and disability per year 
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2. Number  and % of applicants registered per year disaggregated for EAPs, Candidate EAPs 
and re-registration as well as by gender and race per year 

3. Number of candidates requesting assistance with mentorships 
4. Number of candidates assisted with mentorships 
5. Number of candidates unable to find mentors in their area disaggregated by province 
6. % of REAPs indicating preparedness to act as mentors 
7. % representivity of registration list in terms of gender, race per year and cumulatively 
8. Number of candidates meeting re-registration criteria linked to CPD and as % of those 

applying for re-registration disaggregated by gender, race and disability, by province 
 

This Strategy must be reviewed every three years and updates must respond to the information 
provided by the annual transformation indicators reflected in the annual report. 

 


