[image: image1.jpg]Gender Analysis

\ SectorTeams =)
Genderstratzey

eleiapment \ Sector Analysis

strategy Development
Gendzr Action Plans

i
=
R nnions Copacy

y

Gender Integrated &
Gendzr Facused

sectorAction
Plans/Projects

GenderBalanced &
Gendersensitized

\

TechnicalInputs &
Tools for Gender
Mainstreaming

= T A

eldentify Training Programs & Providers, £2¢ Logistics,
L2
v
Data Management
*TraiNet, VS SEVIS, Pakinfo

Evaluation & Follow up
WP oot coting atow g, svesc 4

Communications

Gender Integration
Juswiageueny eieq
»g1usuidojanag Mipede €201

v

Impacts & Results




[image: image2.png]FROM THE AMERICAN PEOPLE






Prepared for the United States Agency for International Development, USAID Contract Number AID-391-C-11-00006.
Implemented by:
Development & Training Services, Inc. (dTS)
4600 North Fairfax Drive, Suite 402
Arlington, VA 22203

Phone: 
+1 703-465-9388
Fax:
+1 703-465-9344
www.onlinedts.com


Gender Assessment of the Training for Pakistan Project

July 2012
Acronyms

AF


Aurat Foundation

AKRSP


Agha Khan Rural Support Programme
AO


Assistance Objective

AU


American University
BAE


Bachelor of Associate Engineering
DAE


Diploma of Associate Engineering
ECI


Empowerment through Creative Integration

EG


Economic Growth

FAFEN


Free and Fare Election Network

FATA


Federally Administered Tribal Areas

FDPLD


FATA Development Program Livelihood Development 
GAO


Government Accountability Office
GBV


Gender Based Violence
HCID


Human Capacity and Institutional Development
HSA


Health Services Academy

HR


Human Resource

HRLC


Human Resource Learning Center

IR


Intermediate Results

KPK


Khyber Pakhtunkhwa

LEAD


Leadership for Environment and Development

NGO


Non Governmental Organization

NRSP


National Rural Support Program

ONA


Organizational Need Assessment

PARC


Pakistan Agriculture Research Council

Pre-STEP


Pre-Service Teacher Education Program
PTP


Participant Training Program

RFP


Request for Proposal

RH


Reproductive Health

SSC


Secondary School Certificate
TFP


Training for Pakistan

TOR


Terms of Reference

TOT


Training of Trainers
TR


Training Request

USAID


United States Agency for International Development

WID


Women in Development
Contents
ivAcronyms


vContents


1Executive Summary


1Objective


1Methodology


1Findings and Analysis


1Pre-Training Plan Process – At the level of the USAID Mission


2Training Plan


2Training Plan Implementation – by the Training for Pakistan Project


3Local Capacity Development


3Gender Profile of Participant Groups


3Participant feedback on the training activities


3Lessons Learned


3Summary of Recommendations


3Pre-Training Plan Process – at the level of the USAID Mission


5Training Plan Implementation – by Training for Pakistan


2Introduction


2Objective


2Adjustment to Scope of Work


3Background


3The Policy Environment for Gender Equality in         Pakistan


3Overview of Gender Issues and Human Resource Gaps by Sector


5Education


8Health


10Democracy and Governance


11Agriculture


12Context of Participant Training Programs and their role in capacity building


14Methodology


14Introduction to the Gender Assessment Framework


16Information collection approach


16Stakeholders consulted


17Limitations


17Findings and Analysis


17Pre-Training Plan Process – At the level of the USAID Mission


17USAID Pakistan Results Framework


18Sector Strategies, Programs, Capacity Development Plans


19Identification of Training Activities


20Nomination and Selection of Participants


21Training Plan


22Health


23Education


24Agriculture


25Democracy & Governance


26Stabilization


27Training Plan Implementation – by the Training for Pakistan Project


27Training Plan Design and Coordination


30Implementation Interventions


30Monitoring and Follow-up


30Data Management


31Local Capacity Development


31Local Partner


31IQC Partners


32Gender Profile of Participant Groups


34Participant feedback on the training activities


34Lessons Learned


35Summary of Recommendations


35Pre-Training Plan Process – At the level of the USAID Mission


36Training Plan


37Training Plan Implementation – by the Training for Pakistan Project


38Local Capacity Development


38Conclusions and Policy Implications


39Appendices


40Appendix A. Scope of Work


44Appendix B. List of Stakeholders Consulted


46Appendix C: Bibliography




Executive Summary

Objective

The objective of this assignment was to provide guidance and operational input to integrate gender into the Training for Pakistan project, towards the development and implementation of a gender integrated training plan. The purpose also included a rapid assessment of the constraints that may prevent gender equitable participation and benefit in the training activities.  

A delay in start-up of this assignment necessitated an adjustment in the scope of work as Training for Pakistan approaches its completion date. The purpose of the assessment was therefore, revised to focus more on a gender analysis of the Training Plan development and implementation process; identify strengths and opportunities, lessons learned, and recommendations for a future participant training program (PTP) in which gender is integrated across all activities and outcomes.   

Methodology

A gender assessment framework was developed that laid out the flow of actions in the pre- and post- Training Plan processes. This included steps leading to the development of the Training Plan, an analysis of the training plan itself, and the implementation of the Plan. This framework helped to organize the task of assessing gender integration at every step in this process. 

Sources of information collection primarily included one-on-one key informant interviews; focus group discussions and document and literature review. Participation in a few Training for Pakistan events provided further opportunity to interact with stakeholders. Main stakeholder categories included AO Sector Teams, the Training for Pakistan project team, participants, and implementation partners.  

Time constraints and difficulties in obtaining appointments presented challenges. Limiting field work to Islamabad restricted interaction with a broader range of provincial stakeholders. Efforts to overcome this hurdle included telephone interviews where possible. 

Findings and Analysis

Pre-Training Plan Process – At the level of the USAID Mission 
This gender assessment reviewed the USAID Results Framework (RF) as the fundamental document from which all activity flows.  The inclusion of gender issues in the current RF was found to be limited to mention of gender equity as one of three cross-cutting objectives. With the exception of the health sector, which focuses on maternal and child health, most of the AOs fail to specify gender in their results, nor were the indicators disaggregated by gender. 

Since the RF is currently being revised and redesigned, it is an opportune moment to fully integrate gender in the updated Results Framework, following the strong message and guiding principles laid out in USAID’s new Gender Policy launched in March 2012. 

As a result of an inadequate focus on gender equality in the RF, all subsequent steps in the process reflected limited degrees to which gender issues had been integrated or addressed. Feedback from AO teams suggested that a gender analysis was undertaken during sector strategy and program development. However, in the absence of any documentation, it was difficult to assess the extent to which an in-depth gender analysis took place, nor could the level of gender integration in sector strategies be assessed.  

Identification of training activities emerged from sector programs, as prioritized by AO teams. Hence, the emphasis on gender focused activities was again found to be inadequate. The standard Training Request (TR) form prepared for each activity, did not ask for any gender related information, therefore, the integration of gender issues within regular training activities was also missing.  

AO teams are also mostly responsible for participant nomination and selection. A merit-based approach was followed in most cases, except where defined groups needed to be identified. Training program information, advertised through newspapers and the internet, was effective up to a point, but a more concerted effort is required to reach larger numbers of potential candidates, especially women. While this was one step in the Training for Pakistan implementation process where particular attention was paid to gender, unfortunately, it remained limited to reaching quantitative targets in the gender balance of participants selected. Understandably, this was a challenging target to achieve, particularly as it was not accompanied by any affirmative action measures, or proactive outreach and communication strategies. 

This assessment also noted a skewed gender ratio among participants on both sides. Not only were there less women in training programs considered ‘male domains’, but the list also reflected a gender imbalance (tilted towards women) for training activities where the topic was a gender or ‘women’s’ issue. 

Training Plan 

By end July 2012, the Training Plan comprised a total of 17 training interventions. Four training activities were completed, while the rest were underway, with a few still in the final stages of preparation.   

Aside from some activities (e.g. FATA scholars) which were transferred from other USAID contracts, it was difficult to ascertain the extent to which the training activities formed part of a broader strategy or human and institutional capacity development (HICD) approach. A more in-depth sector analysis is needed to understand the prioritization of these activities particularly from a gender impact perspective.   

A gender assessment of these training activities broken down by sector led to the same observation as stated earlier, in that the majority of these interventions failed to effectively incorporate gender issues. Neither did they reflect an effort to address the HICD gaps in each sector from a gender perspective. Even in the health sector, where the AO focuses on improving maternal and child health outcomes, the link between the activity and the AO was not appropriately defined; hence the activity did not reflect the corresponding gender issues.    

Training Plan Implementation – by the Training for Pakistan Project
Despite gender gaps in the design process thus far, the subsequent processing and implementation by Training for Pakistan could still have made an effort to integrate gender where possible. However, this did not happen due to several factors, foremost being the lack of technical (sectoral as well as gender) capacity and expertise within the Training for Pakistan team. This was further compounded by time constraints, resulting from the structure and short duration of the project.  

A review of the numerous steps in the design, implementation, monitoring and follow-up process revealed many opportunities for integrating gender issues that should be incorporated in a future project. These have been summarized in the list of recommendations.   
Local Capacity Development

Local capacity development is defined through different mechanisms and partnerships within Training for Pakistan, the two key ones being: Local Partner and IQC Partners. The main purpose is to encourage the building of local capacities in PTPs implementation, in addition to supplementing the efforts of the PTP implementer in delivery of training activities. While this could have been a source of gender capacity to draw upon, unfortunately, this was not taken advantage of. Gender expertise was neither required of IQC partners, nor was it drawn upon where it did exist.  

Gender Profile of Participant Groups

Women participants constituted 14% of the total number of participants, or 21% of the total without the FATA scholars. Sector-wise, the highest percentages of women were in the health (46%) and education (43%) sector training activities. D&G was 34%, while agriculture and stabilization had no women’s participation, indicating the need for much greater efforts to involve women in these ‘non-traditional’ sectors.   

Participant feedback on the training activities

On the whole, participants who had completed their respective training programs gave positive feedback, expressing satisfaction with their overall experience. However, they felt that the customized courses could be tailored further to their specific needs, especially with regard to gender, which participants stated had not received much attention at any stage of the training activity process. For a more concrete outcome, participants felt that trainee groups should have a more cohesive plan for follow-up, which currently was thought to be fragmented.  

Lessons Learned 

Many lessons can be drawn from this project, foremost being the need to embed gender at the Mission level. Only then will other stakeholders take the gender agenda forward meaningfully. 

Other areas point to the need for clearly designated responsibilities for gender integration, allocating a minimum percentage for numbers of female participants, and adequate budgetary allocations for the cross-cutting gender equality objective.   

The PTP implementer can play a greater role in providing design inputs, with support from the local partner and other IQC holders. The latter’s role can be enhanced to provide more substantive inputs into training activities, especially with regard to gender related inputs.  

The Training Plan can be made more gender sensitive through simple adjustments to the standard formats and tools used in the implementation process. Other supportive activities can include documenting best practices and success stories on gender, establishing a network of Training for Pakistan Alumni, and initiating more stakeholder discussion around PTPs, which are still a relatively new concept in Pakistan.  

Summary of Recommendations
A list of all the recommendations made in each section on Findings and Analysis is summarized below. 
Pre-Training Plan Process – at the level of the USAID Mission
1. Explicitly reflect gender in the AOs and IRs in the revised Results Framework.  Fully integrate gender equality and women’s empowerment considerations into the sector specific results and articulate the corresponding indicators in a gender disaggregated manner.  

2. To ensure that the Results Framework fully reflects gender equality and women’s empowerment, it is important to undertake the following: 

· An updated, in-depth gender analysis of each sector. This should include not just a review of the persistent gender issues within each sector, but also a thorough assessment of the HICD gaps that exist and will need to be addressed if the gender issues are to be overcome.  

· Develop an overall gender strategy for the USAID Mission assistance program in Pakistan, which should pay attention not just to the gender equality objectives, but also the supportive policies and processes that constitute an enabling environment to facilitate implementation of the strategy.  

· Develop gender strategies for each sector, based on, and responding to, the gender analysis mentioned above. 

· Develop a gender action plan for each sector, with clearly defined, time-bound targets. This should include gender focused as well as gender integrated activities. It should also include a gender specific capacity development plan which looks beyond numbers to a substantive, need-based response to men and women’s capacity building in each sector, and also responds to the need for sensitizing men and women to gender issues in their respective sectoral fields.  
· In particular, a future participant training program should undertake a more comprehensive gender analysis of the stabilization component, based on which a holistic gender and stabilization strategy should be developed.  This would include an analysis of women’s situation in conflict-affected areas across Pakistan, and their role in reconstruction and peace-building efforts.   
· Encourage horizontal linkages, to enable cross-sectoral support on gender issues. 

3. Revise the Training Request Forms to ensure that they reflect overall sector priorities and the sector specific gender objectives. Revisions should include the following: 

· Insert a question/clause in the TR Form that asks how the activity will contribute to the gender equality objective, and which gender issue or gap it is addressing. 

· Other questions in the TR form should also integrate gender. In particular, the follow-on activities to include gender considerations, by making it mandatory to show at least one action that contributes to the gender equality objective. This should be accompanied by one or more indicators that will help to measure/track progress towards results.  

· In a future PTP, use a human and institutional capacity development approach in the identification of training activities, which holistically encompasses gender issues. 

· Participant selection process to ensure that:

· Criteria for participant selection are gender sensitive, taking into account different contexts, and adjusted where necessary to allow more female participation.

· A well designed, gender sensitive outreach and communication strategy is developed to ensure wider access to information. This should make use of NGO networks which have greater outreach to the remote areas.  

4. Identification of training activities should ensure that: 
· TR Forms clearly define the rationale and linkage between the training activity and the AO it is contributing to.  

· Gender is integrated in the TORs of sub-contracted projects, such as the HSA Organizational Needs Assessment to include a gender analysis at institutional as well as programmatic levels.  

· Debriefing of participants reinforces the gender dimension of follow-up actions. 

· Gender sensitization trainings are held for participants who have completed their first round of study tours. 

· Follow on actions collectively work towards a concrete output, for example piloting a seamless service delivery in one province (GBV), agriculture policies that impact men and women farmers (water management) etc.   

· Future training programs focus on gender to ensure more male participation. 
· Future programs integrate gender dimensions at the design stage, and subsequently at every step of the training activity process.  
More detailed sector-wise recommendations are provided in the main report. 

Training Plan Implementation – by Training for Pakistan 
5. Clearly designate responsibility for gender integration – at all levels. The PTP implementer to have appropriate technical capacity for each sector and cross-cutting objectives. 

6. Introduce the requirement of gender related expertise in the RFP for selecting training programs and service providers, to ensure that customized training programs incorporate gender issues within the curriculum or study tour design. 

7. Develop future training activities such that the PTP implementer is involved in discussions with program partners at the design stage, and a closely coordinated process with all stakeholders is ensured. During this process, the gender capacity of program partner(s) should be assessed and external gender expertise brought in. 

8. Include a gender sensitization session in the Pre-Departure Orientation agenda.

9. Insert a clause in the Action Matrix that commits participants to a gender focused follow-up action. 

10. For overseas training activities, especially long-term study programs, review the USAID Dependent Policy and recommend revisions that would be more supportive, and accommodative of the practical and cultural constraints faced by women (and men) wishing to avail these opportunities.

11. Debriefing must include a session on gender equality to sensitize participants to gender issues and focuses their attention to the gender impact of their follow-up actions. 

12. Training providers’ reports must include feedback on gender issues covered by the training and feedback on participants’ capacity to take it forward. 

13. Training for Pakistan to draw upon the gender capacities of its local partner/IQC holders to ensure that gender issues are integrated in training programs. 

14. A requirement for gender related expertise to be made part of the criteria in the selection of IQC holders, which could then also be used as a resource for gender inputs across projects.   

15. Increase in the number of IQC holders would expand the resource base for the Training Plan implementation.

16. Consider establishing a network of TRAINING FOR PAKISTAN Alumni, linking all USAID funded participants, with sector-wise groupings, for experience sharing and possible collaboration for collective action.

Monitoring and Measuring Impact 

A one-year project providing training can only cover implementation monitoring during the project period. This would include for example the number and types of training delivered, number and types of trainees, training follow-up etc., as covered in the section above. However, longer-term monitoring of results and outcomes is not realistic in a one-year project time-frame and will have to be part of a wider country-level or thematic USAID program monitoring and review.  
Introduction

In accordance with the U.S. Agency for International Development’s (USAID) “affirmation of the critical role women play in accelerating progress in development”
, USAID/Pakistan is committed to improving opportunities for women and integrating plans and strategies for promoting gender equity. The Training for Pakistan Project is therefore, seeking opportunities for targeted interventions that focus on gender equity and supporting women’s increased participation and benefit from training programs. The Training for Pakistan project training plan(s) covers five Assistance Objective (AO) areas: agriculture, democracy and governance, education, health, and stabilization.  

Objective

The objective of this assignment was to provide guidance and operational input to integrate gender into the Training for Pakistan’s projects, towards the development of a gender integrated and equitable training plan, and formulate gender-sensitive recommendations for its implementation. The assessment was to propose strategies for effective gender integration across all project activities, including trainings, study tours and exchanges, and long-term study programs, resulting in increased levels of gender equitable participation in the trainings, and benefits from them. It also aimed at conducting a rapid assessment of the gender constraints that may prevent gender equitable participation in the training activities as identified in the sector training plans. The ToRs for this assignment are attached as Annex 1. 

Adjustment to Scope of Work


The original purpose and objectives of this assignment were based on the assumption that the assessment would be undertaken at the start of the project period, in September 2011, thus providing useful gender inputs to the Training Plan development and implementation. However, various factors delayed the assessment, which took place in July 2012, ten months into project start up, and two months short of its completion date. The purpose of this assignment was therefore, adjusted to reflect these realities. It was agreed that the gender assessment would focus on analyzing the Training Plan - its development process and implementation, identify its strengths and shortcomings, reflect on lessons learned, and make recommendations for a future participant training program (PTP) in which gender is mainstreamed across all operations and outcomes.   

Background
The Policy Environment for Gender Equality in         Pakistan
The Constitution of the Islamic Republic of Pakistan gives equal rights to both women and men, through clearly articulated clauses. This is supported by numerous policies and strategies (national, provincial and sector-specific) that commit to women’s empowerment across all areas of socio-economic development. The leading policy document in this regard is the National Policy for the Development and Empowerment of Women. Originally adopted in 2002, this policy is currently being updated.  The Government of Pakistan’s (GoP) macro-economic policies, strategies and plans also reflect commitment to gender equality through clearly stated goals and objectives. 
The GoP is also signatory to numerous conventions, treaties and other international instruments committed to gender equality, human rights and women’s rights, in all spheres of life, foremost amongst these being CEDAW – the Convention for the Elimination of all Forms of Discrimination Against Women.   

The legislative framework for gender equality in Pakistan however, continues to present a mixed picture, as some discriminatory laws remain on the statute books. Efforts by recent governments have attempted to address some of these glaring inequalities, as reflected by the passage of the Protection of Women (Criminal Laws Amendment) Act 2010, the Protection Against Harassment of Women at the Workplace Act 2010, the Prevention of Anti-Women Practices Act, as well as amendments to the Criminal Law to target acid attacks.

The government and non-government sectors in Pakistan also partner with a large network of international organizations to support gender equality and women’s empowerment. These funding agencies reinforce the national policy framework for women’s empowerment through stringent gender equality policies at their respective agencies. 

However, Pakistan has been unfortunate in its inability to convert this enabling policy environment into positive gender outcomes.  In spite of innumerable programs and projects that have focused on women’s empowerment or made efforts to mainstream gender, glaring gender gaps persist. 

Pakistan ranked 82 among 93 countries
 on the Gender Empowerment Measure (GEM);  145 out of 187 countries on the Human Development Index
, and 115 out of 146 on the Gender Inequality Index. On the Global Gender Gap Index
 Pakistan presented a dismal picture with a rank of 133 out of a total of 135 countries. The relative improvement in Pakistan’s Gender Inequality Index is due to a comparatively higher number of women’s seats in parliament, made possible through the quota policy that reserves 17.5% seats for women, while all other indicators in this index remain low. 
Overview of Gender Issues and Human Resource Gaps by Sector

Persisting gender gaps and issues across different socio-economic sectors have been widely analyzed in Pakistan, most of which are well documented, particularly in the case of the health and education sectors. Agriculture and other non-traditional sectors of economic development (such as energy, transport, industry, trade, etc.) have been studied comparatively less.  Keeping in mind the capacity development focus of the Training for Pakistan project, this report presents some of the issues that relate to the human resource and institutional capacity that is required to address these gender issues. This is neither an exhaustive coverage of the innumerable gender issues present within these sectors, that require technical programmatic interventions, nor does this report present a detailed analysis of the human resource and organizational gaps that need to be addressed in order to overcome the gender related obstacles
.  

A literature review of the sectors discussed below highlighted the problem of limited availability of data and analysis on the human and institutional capacity within these sectors for addressing specific gender issues. This presents a major gap, as it is the limited capacity for sectoral gender mainstreaming that has posed the greatest challenge to effectively addressing gender issues. Program managers are hampered by their inability to understand not only ‘what’ needs to be done for gender equality, but more importantly, ‘how’ it needs to be done. 

A common problem observed across sectors, related to the quantity and quality of service delivery, is weak management and administrative structures and inefficient systems and processes. These not only affect the overall quality of service but also fail to address the many gender issues existing in each sector.  They further prevent effective use of sectoral budgetary allocations, which are very low to start with.  This is particularly true for the human development sectors like health (less than 1% of GDP) and education (around 2% of GDP).   The recent decentralization of these sectors, while positive in the long-run, will pose additional challenges in the short to medium-term implementation of service delivery. 
To better address ‘capacity’ constraints in the following sectors; it is important to understand what people generally understand by this term. Most popularly it is seen as “training” to provide knowledge and skills to perform jobs better. The abundant supply of training programs however, has led to reservations about their usefulness and impact, and recognition that greater analysis is required on what works, lessons learned and how this plethora of training should translate into sustained behavior change and enhanced organizational performance
.  In the context of gender, such an analysis becomes more imperative, as there is even less understanding of what kind of capacity is needed in terms of human resources and organizational structures, to support gender equality.  A clearer understanding is also needed on the issue of quantity (gender balance in the numbers of human resource available) versus quality (conceptual clarity about gender issues and how to address them) within sectors. 

In addition, there has also been an abundance of ‘gender training’ (GT), programs aimed at gender sensitization, gender-awareness, and imparting gender-mainstreaming skills, but little is known about their impact.  This is of particular concern as senior management, which has been targeted in many of these GT programs, continues to be dominated by men in almost all sectors.  Furthermore, there is even less understanding of gender sensitive organizational change to support a more enabling environment for gender equality. 
Thus, a major contribution towards enhancing the impact of ‘capacity development’ programs, such as the USAID participant training programs, that help develop capacity of individuals and institutions, would be to undertake a more rigorous analysis of past programs and learn from lessons drawn.  

In the matrices presented below, an effort has been made to categorize gender issues by: (i) the availability and quality of public sector services supplied; and (ii) issues prevailing at the user (or client) level that affect demand for those services. The latter could include the problem of limited demand or not enough pressure to push for improved service delivery. Since the two key dimensions of gender are “visibility (or voice)” and “access”, the imbalance between the two genders helps to clarify the issues from a gender perspective.    

Education
Pakistan’s overall education system is facilitating 57.38% male students as compared to 42.62% female students
. Net enrolments rates at the primary school level are 81% for boys and 67% for girls; at the secondary level this drops to 38% for boys and 29% for girls
.  The ratio of female to male tertiary enrolment stood at 88% in 2008
. Contained within these figures are large regional disparities, as well as urban/rural differences. While significant strides have been made over the years, particularly in primary and secondary schooling, the gender differentials remain, particularly stark in rural areas.  

Nausheen Mahmood’s study
 confirms this. She also confirms findings from earlier studies that the disadvantaged situation of females is reflected by a combination of low enrolment/attendance to begin with, and higher drop-outs before completing primary levels, which go up further after completing primary (Class 5) and secondary (Class 10) levels, with more distinct attrition in the rural than urban areas. 
The higher education sector in Pakistan (including universities and colleges) is predominantly public and enrolls less than 4% of the age cohort
, or a total of 200,000 students, of which girls comprise one-third. This presents a dismal comparison with other countries in the region.  Policy reforms, introduced in the early 2000s, including the establishment of a Higher Education Commission, led to some improvements in quality, access and governance, but there is a long way to go before significant change is visible. Within this scenario, gender issues in higher education have received less attention, and remain even more neglected.  The percentage of female faculty in public and private sector universities remains low, preventing a role model effect for other female students to follow. Research facilities are severely limited, thus gender focused topics are not a priority for most universities. While gender studies have been introduced as a degree program in some universities, this remains a fledgling program, with considerable need for further capacity development. 
Rural access to tertiary education is more problematic, particularly for young women. This raises the need for investing more in alternative options such as distance learning and online education, which are popular choices for women, especially in remote areas. Communication technology needs to be harnessed more.  

Overall, Pakistan presents one of the world's most dismal performances in terms of education coverage and outcomes. This situation reflects historical state neglect over a prolonged period, which the private sector is now trying to bridge, with a focus on primary and secondary schooling.  By 2000 there were about 32,000 private schools in the country
. The increase in private schools reflects a demand for better education quality. A number of enrolment incentive programs have also been introduced over the years including school-based meals, vitamin supplements, stipends etc. which help as long as the program in underway.  
A new policy approved by the Cabinet aims to increase allocation for education to 7% of GDP, however, as stated earlier, effective use of any budgetary increases will be greatly dependent on improved absorptive capacity through strengthened institutions and better trained human resource. 
Numerous efforts have been made to address the human resource capacity gaps, in the delivery of education services, especially at the school level. Much of this focuses on teacher training, while far less attention is paid to strengthening capacities in education management at all tiers: federal, provincial and district/local government levels. A compounding factor is the limited number of women in district management - the service delivery point, where the key operational challenges exist, as well as gender issues. Institutional capacity development has received less attention.  Inefficiency in the management of the education system remains a pressing issue, further compounded by a failure to understand and address gender issues. This is further aggravated by the low numbers of women in the education administrative cadre, particularly at the district level and below, where the gender issues are greatest.   
Some of the factors 
,
 contributing to the persisting inequalities in Pakistan’s education indicators are highlighted in the table below.  Nausheen Mahmood10 suggests the key to reducing the gender gap in school attendance and educational attainment lies in actions that raise the demand for schooling of girls with equally-matched availability of quality schools at the primary and secondary levels. Either one of the two on its own will not be effective. 
	Areas
	Gender Issues 
	HICD Needs

	Education

Primary and Secondary

Tertiary Education


	1. Supply Side:

a. Insufficient schools for girls, especially middle and high schools in rural areas.

b. Insufficient and under-qualified female teachers in rural areas.

c. Lack of well trained,  gender- aware teachers.
d. Low institutional capacity of public education machinery at all levels to address gender issues.

e. Very few women in management/administration tiers at district level and below.
f. Absenteeism among teachers.

g. Poor quality of education.

h. Curriculum disconnected to the job. market and not gender sensitive.
i. Low levels of public spending on education. Underutilization of funds.

2. Demand Side

a. Parents’ illiteracy/low levels of education.
b. Low priority for girls’ education. Labor market returns higher for men, despite returns to education being higher for women. Therefore, parents may have an investment motive to allocate more resources to boys than to girls within households
.
c. Lower enrolment rates for girls.
d. Higher dropout rates for girls.
e. Restrictions on female mobility.
f. Distance of schools from home.
g. Security related concerns.
h. Early marriages of girls.
i. Demand for girls’ labor for domestic and farm work.
j. Cultural attitudes towards girls’ education.

a. Insufficient tertiary level education institutions, particularly for the rural population.
b. Lower enrolment of girls in science, engineering and technology disciplines.
c. Significantly lower numbers of women faculty.
d. Low standards of teaching and learning in public sector universities.
e. Insufficient resources for research.
f. Limited facilities for laboratories, libraries, and other resources.
	a. Improved standards of teacher training.
b. Extensive gender sensitization training at the education policy and decision making level.
c. More women in all education management tiers especially at the local government level.
d. Gender sensitization of staff at all levels of education management. 
e. Gender review of curriculum. 
f. Institutional strengthening at all tiers of the education ministry and departments.
a. Increase community mobilization efforts for education of girls.
b. Reduce gender differentiated treatment in the labor market.
c. More active participation of parents in school management, and voice in policy.
d. Gender sensitization trainings for rural communities, particularly males – elders, religious leaders, youth. 
e. More equitable sharing of domestic roles.
a. More attention to distance learning institutes and online education with the aim of attracting more women.
b. Attracting more female students to engineering colleges and universities with special internship programs built in. 
c. Enhancing capacity of universities through long and short-term training/educaiton programs.

d. More support for research.


Health
The health indicators for women in Pakistan are among the most dismal – regionally and globally. Three women die every hour because of pregnancy-associated complications. More than 30,000 young women die every year in Pakistan from pregnancy-related causes, resulting in a high maternal mortality rate of 320/100,000 pregnancies
. The Pakistan Demographic and Health Survey places this rate at 270/100,000. 
Despite numerous initiatives by the public health sector, in partnership with the private and non-profit sectors, to address these glaring statistics, the situation remains grim.  International agencies have also redoubled efforts to address this, but much more is required at both ends: in the supply of easily accessible good quality, maternal health services, and also in the demand for these services.  
On the supply or provision side, numerous health worker programs have emerged over the past few decades in Pakistan, to improve the availability of female health service providers at the grassroots level.  The Lady Health Worker (LHW) program is a leading initiative in this regard. This cadre has seen much iteration and improvements as it progressed from its original Lady Health Visitor (LHV) design to the current LHW structure. However, many issues persist in relation to their status, support structures, management and supervision, job insecurity and absence of career planning
.  At times, hostility from communities poses additional problems for LHWs.  Referral mechanisms remain weak and constitute a leading cause of maternal mortality as the maximum number of deaths arises from delivery related complications. 

While there has been significant improvement on the demand side as well, with greater awareness about the need for pre-natal and other types of medical care for expectant mothers, demands from women in remote rural areas are still not sufficient to pressure the government in improving delivery. This is tied to the low status and value accorded to women. 

Health management remains weak. As in the case of education and other human development sectors, women are also being drawn into senior health management positions at federal level and in provincial health departments. However, their limited presence and low visibility at various levels of district administration cadres such as District Coordination Officers (DCOs), Executive District Officers, (EDO)s, and Deputy District Officers (DDOs),  continues to present hurdles in effective health service delivery.  Women are predominantly seen as a health service delivery mechanism at the grassroots (LHVs, community health workers, family welfare workers, etc.), and as clients and beneficiaries of these community level services. They need to be recognized as agents of change throughout the system with a stronger voice in policy making. This requires strengthening the management capacities of women in the health sector, in addition to technical qualifications.  
The table below presents an over view of some of the key gender issues, along with a few of the associated HICD needs. 
	Areas
	Gender Issues
	HICD Needs 

	Health
	1. Supply Side (Provider)
a. Lack of adequate health services, particularly referral services for maternal health complications, in rural areas.
b. Distant and inappropriate location of health facilities, that prevent easy access for women, particularly in view of their mobility issues.

c. Poor quality of maternal care.
d. Non availability of medicines and other medical supplies/equipment essential for delivery of primary and secondary care maternal health facilities. 
e. Inadequate female service providers, especially in remote rural areas.
f. Absence of career planning for existing LHW cadres.

g. Shortage of competent doctors and nurses in rural health facilities.
h. Absenteeism of service providers at health facilities especially in rural areas.
i. Lack of incentives and facilities for doctors to work in underserved areas. 
j. Inconsistent health policies.
k. Low institutional capacity of public health machinery at all levels to address gender issues.
l. Very few women in management tiers at district level and below.
m. Lack of access to clean water and sanitation.
n. Lack of women’s access to information.
o. Male biases inherent in public health system.

2.  Demand Side (User/Client): 

a. Low health and nutritional status of women – burdened with reproductive and productive roles.
b. High maternal mortality rate.
c. Illegal and unsafe abortions.
d. Weak supervision and monitoring of pregnancies – weak pre-natal and post-natal care, and high rate of home deliveries by untrained attendants.
e. Early marriages.
f. Frequent pregnancies.
g. Son preference.
h. Widespread violence against women.
i. Restricted women’s mobility.
j. Women have limited autonomy/decision making power in marital relationships – including reproductive health decisions. 
k. Cultural barriers restrict sharing of sexually related health problems among spouses. 
	a. Gender sensitization training of health policy and decision makers at senior government levels. 
b. Strengthening health management systems.

c. Improved standards of training of all health personnel, especially paramedical service providers in rural areas.
d. Gender sensitization of staff at all levels of health management.
e. More women at senior health management tiers especially at the district administration level.

f. Enacting policies that promote women’s  autonomy in reproductive decisions.
g. Policies that encourage and facilitate placement of doctors in rural areas. 
a. Increase community awareness on women’s health issues.
b. Encourage use of pre and post natal care by skilled service providers.
c. Births to be accompanied by skilled attendants. 
d. More active participation and involvement of men in reproductive health decisions, particularly in birth spacing.
e. Gender sensitization trainings for rural communities, particularly males – elders, religious leaders, youth in promoting family planning.


Democracy and Governance 

Women’s participation in decision making and democratic processes is essential for equitable socio-economic development, poverty alleviation and good governance. As a result of proactive policies and affirmative action measures, Pakistan has made some progress in this area, with women now holding 20% seats in parliament
, and higher numbers of civil, administrative and judicial positions. Women’s significantly increased rates of political participation have resulted from affirmative action through quotas for reserved seats. Studies from the South Asia region, particularly the Indian experience, show that women representatives do make a difference in influencing decisions on how resources are utilized for community development
. 
However, this is still far from the goal of meaningful and gender equitable political participation. Whether at the local government level or in provincial and national assemblies, these women who have entered the political mainstream through quotas have significant capacity development needs. More so as entering the political stream through reserved seats prevents women from having political constituencies of their own, and they have to prove themselves through their performance.  While the UNDP supported Women’s Political School initiative filled a critical void in this respect, much more needs to be done.  
As pointed out in the two preceding sectors – health and education - women’s limited presence in management tiers, especially at the local government level, is a major inhibiting factor in effective, gender sensitive social service delivery. More women are needed in decision making in these cadres in particular. 
Some of the key issues related to gender in Democracy and Governance (D&G) have been summarized in the table below.   

	Areas
	Gender Issues
	HICD Needs

	Democracy and Governance 
	1. Supply Side: 

a. Male domination of political parties especially at the leadership level.
b. Lack of facilitative environment for women’s political participation, including resource constraints.

c. Lack of facilitative/enabling environment for women in public sector institutions.
d. Absence of women from decision making bodies, monitoring and management committees.
e. Women present mostly in subordinate positions.
f. Inadequate and poor implementation of policies related to D&G.

g. Limited training opportunities in D&G especially for women.
h. Limited gender sensitization training at national, provincial and district level in public sector institutions
.

i. Lack of mentoring facilities for women in politics and decision making.
j. Unequal opportunities for women in politics
2. Demand Side:
a. Cultural view of politics as a male arena.
b. Feudal and tribal structures in rural areas that remain deeply patriarchal.
c. Women’s inhibition to participate in formal political processes.
d. Lack of information available to women.
e. Lack of political awareness and skills.

f. Limited mobility.

g. Offensive behavior and harassing attitudes toward women.

h. Lack of financial resources among women who want to enter politics.
	a. Increased opportunties for capacity development in democratic structures, especially for women. 
b. Gender gensitization for all political representatives, especially male politicians.

c. Training and appointing more women at senior management positions. 

a. Mobilization for women’s political participation at community level.
b. Strengthening women’s leadership capacities in village organizations.
c. Training women leaders at UC, Tehsil and district levels.
d. Enforcement of the Harrassment Act.
e. More supportive measures for women wishing to enter politics. 




Agriculture

Agriculture is the mainstay of Pakistan’s economy. It employs over 44% of the total work force and contributes 22% of the GDP. Rural women play a significant role as agents and active participants in agriculture, livestock management and poultry husbandry
.  While women’s overall labor force participation rate is approximately 25%, female rural participation rates are roughly twice as much as female urban participation rates
 .  These figures contain regional variations, with rural Sindh and Punjab reporting a much larger labor market activity, as these two provinces comprise the agricultural heartland of Pakistan. 

As in most parts of the developing world, women and girls in Pakistan also are primarily responsible for fetching water and fuel-wood, which takes up a large bulk of their time, thus reducing opportunities for other income-earning activities. Therefore, investments in time-saving infrastructure can contribute greatly to enhancing women’s ability to participate in income-earning activities. 
Despite their crucial role in the agricultural economy, their inputs remain uncounted and ignored by policy and decision makers. Women’s needs for technical and support services that would enhance their productivity also remain unmet
. 

Some key issues are highlighted below:
	Areas
	Gender Issues
	HR Capacity Building  Needs

	Agriculture
	1. Supply Side: 

a. Limited availability of extension services for women, hence women’s access to new agricultural technologies, inputs and information remains limited. 
b. Limited availability of agricultural credit, compounded by women’s limited land ownership and title.
c. Limited training opportunities for women farmers.
d. Unavailability of markets.
e. No affirmative action/specific government policy to encourage more women in the public agriculture sector. Therefore, very few women present in government ministries and departments, particularly at senior management level. 
f. Limited understanding of gender and agricultural issues by male policy makers.
g. Lack of availability of qualified experts to mainstream gender into agricultural institutions.
2. Demand Side:
a. Female ownership of an important asset - land - is extremely limited in Pakistan.
b. Limited technical knowledge of agricultural machinery and new technologies.
c. Higher rates of illiteracy among rural women.
d. Male domination of resources and income.
e. Women’s farm work remains mostly non-remunerated/unpaid.

f. Domestic chores like fetching water and fuel wood consume large chunks of rural women’s time 
	a. Eliminate gender discrimination against women in access to agricultural resources, education, extension and financial services. 
b. Extensive gender sensitizaiton training at the policy making level.
c. Extensive training for female agricultural extension service providers.

d. Launching specific need-based, skills training courses and educational programs for rural women which could also be broadcast through television, radio and group meetings at access areas
.
e. Affirmative action measures to draw more women into the public agriculture sector. 
f. Investing in productivity enhancing technologies and infrastructure to free women's time for more productive activities.
g. Identify women as an integral part of the agricultural extension policy and develop gender specific operational guidelines for extension activities of women farmers and gender sensitization of communities to women’s productive roles.
a. Awareness about inheritance laws and advocacy for their enforcement.
b. Adult literacy programs.
c. Public awareness campaigns. 



Stabilization

The impact of violent conflict on women and children is widely known. From displacement to sexual violence, to a host of other challenges, women remain vulnerable and exploited during and after the conflict
.  In addition, women’s role in reconstruction efforts – from rebuilding infrastructure to repairing relationships, is also well acknowledged.  Yet no document to date cohesively or comprehensively captures and strategizes these roles and the knowledge gathered. 

With an increasing focus on post-conflict reconstruction, governments are recognizing the importance of women’s voice and participation in this process.  The U.S. government in particular, not only understands the importance of women’s inclusion in stabilization efforts, but is also trying to push this agenda forward. However, as Conoway’s report points out, there is no overarching strategy that ensures implementation of this agenda, systematically brings together many ad hoc initiatives, and consolidates research and best practices. 
This drawback also applies to stabilization efforts in the tribal areas and other conflict-affected zones in Pakistan, where the situation is compounded by overwhelming and deeply ingrained gender discriminatory practices and traditions.  While the Pakistan Government, with some support from the U.S. Government, is working towards stabilization through efforts focusing on key socio-economic issues, as well as military and other interventions
, there is no systematic approach or strategy that holistically addresses the gender dimensions of stabilization.  
Context of Participant Training Programs and their role in capacity building
Participant training has been an integral part of USAID activities in all its Missions globally. The purpose of including a brief discussion on Participant Training Programs (PTPs) in this report is to understand their overall benefit and to gauge the extent to which they add value towards achievement of Assistance Objectives (AOs), in order to better integrate gender.   

According to USAID policy guidelines(
)Participant Training is defined as: 

· A learning activity involving participants taking place in the U.S., a third country, or in-country, in a setting predominantly intended for teaching or imparting knowledge or skills, with formally designated instructors or lead persons, learning objectives, and outcomes, conducted fulltime or intermittently. 

· The transfer of knowledge, skills, or attitudes (KSAs) through structured learning and follow-up activities, or through less structured means, to solve job performance problems or fill identified performance gaps. Participant Training consists of long-term academic degree programs, short or long-term non-degree technical courses in academic or in other settings, seminars, workshops, conferences, on-the-job learning experiences, observational study tours, or distance learning exercises or interventions. 

PTPs are funded and administered by USAID Sponsoring Units through the services of sub-contracted implementers.  An Outcomes Study
 of the Malawi Participant Training Program cited numerous advantages as well as some limitations to using the PTP mechanism for capacity development. For example, a merit-based selection process may draw the best candidates for a training opportunity, but if the objective is institutional strengthening, the best candidate may not be the one needed most by the organization. The study also found that no matter what training approach was used, the majority of participants (86%), do return to their former organizations.  On the whole, the study concluded that “PTPs in the US and locally have indeed been an effective development tool”.  

The available literature on PTPs highlights the long debated issue of capacity building in the context of human and institutional capacity development (HICD). A USAID report 
 states that there is an implicit assumption that improving the capacities of partner institutions begins with a holistic HICD performance gap analysis, which identifies gaps in knowledge, skills and attitudes that are to be addressed by the training. Whatever the approach, there is increasing recognition of the value in moving from Participant Training to HICD – from training individuals to addressing the full range of institutional needs. 

From a gender perspective, the HICD approach would go a long way in addressing gender related capacity gaps holistically. An institutional gap analysis would help to better identify gender related capacity gaps that limit an institution’s ability to address gender issues internally as well as through its programs - affecting broader gender outcomes. Most PTPs appear to be responding to technical sectoral gaps, rather than an HICD approach. 
A literature review of PTPs highlighted one example of a gender focused PTP, which was the program on Gender and Participant Training in Afghanistan. The focus again was on developing capacities of Afghan women on the basis of sector needs rather than institutional strengthening.   
Generally, most of the literature focused on assessing the benefits and outcomes of the training interventions per se, with less discussion on the implementation processes. Thus one can assume that the additional value a PTP brings is to strengthen the training activities so as to maximize their impact on the AO. This is aside from its core task of processing and managing the implementation of training activities and maintaining updated, centralized databases. 

Methodology

Introduction to the Gender Assessment Framework


To assess the Training Plan from a gender perspective and identify areas for gender integration, it was necessary to understand each step in the pre- and post- Training Plan processes. This included an effort to deconstruct the: (i) factors that led to the development of the Training Plan, and (ii) steps taken to implement the plan. This process flow is illustrated in Figure 1 below.  

This process flow provided the framework for the gender assessment framework, in which each step was reviewed from a gender lens.  It also provided the basis for identifying the type of information to be collected, as well as the stakeholder categories that needed to be consulted. 

Figure 1

Information collection approach

Three sources of information collection were used: 

· One-on-one key informant interviews;

· Focus group discussions;

· Document and literature review. 

A uniform approach was used for each of the five sectors covered by this assignment: health, education, agriculture, democracy and governance, and stabilization.  A set of interview questions was prepared for each of the two main stakeholder categories: AO sector teams and participants. 

The consultant also attended a few Training for Pakistan project events, including a Pre-Departure Orientation for the PhD scholars, their PhD awards ceremony, and the certificate distribution ceremony for the FATA scholars.  These events provided a good opportunity to meet and interact with the participants as well as other stakeholders present. 

Stakeholders consulted

A range of stakeholder categories was identified based on each step in the pre- and post- Training Plan process:    

17. The main stakeholders in the pre- Training Plan process are the AO Sector Teams at the USAID Mission in Pakistan. They are directly responsible for identifying training activities and for the nomination and selection of participants to be trained.   

18. In the post-Training Plan process, the Training for Pakistan project team is primarily responsible for its implementation and overall management.   

19. Participants were a key stakeholder group. This included those about to begin their training as well as those who had completed their training.  

20. Another key stakeholder group was the partner organizations – at two levels:  (i) USAID program partners; and (ii) Training for Pakistan implementation partners. The partner organizations relevant to the Training for Pakistan project included the following: 

21. USAID program partners:  Aurat Foundation (AF), Health Services Academy (HSA), Free and Fair Election Network (FAFEN), National Rural Support Program (NRSP).   

22. Training for Pakistan Implementing Partners: Empowerment through Creative Integration (ECI), Human Resource Learning Centre (HRLC), and Leadership for Environment and Development (LEAD). 

In addition, the consultant made an effort to meet with a few sector specialists (outside the purview of USAID projects and partners) to gain insights into the broader gender issues within each sector particularly in relation to capacity building.

A list of stakeholders consulted is attached as Annex 2. 
Limitations

The level of effort and time allocated for this assignment was very limited given its broad scope. While efforts were made to adjust the scope in line with the time available, it was nevertheless a challenge to obtain most of the required information in this short period. 

Restricting field work to Islamabad alone prevented interaction with a broader range of provincial stakeholders. This was a particularly important consideration because: 

· sectors like health and education are now entirely provincial subjects; 

· analyzing issues related to stabilization is difficult without exposure to the realities of the conflict areas; 

· the participants were based in different regions across Pakistan. 

Obtaining appointments with key stakeholders was another major challenge. Despite numerous efforts, the consultant was unable to meet with some of the key persons in the AO sector teams at the USAID Mission, given their busy schedules.  

It was also very difficult to schedule meetings with representatives from donor agencies, other than USAID. While the Training for Pakistan project team supported the consultant in an effort to organize a focus group discussion with donor reps, unfortunately, this could not materialize due to their unavailability. Hence, it was not possible to directly collect information on what funding agencies are doing for gender-related capacity development, particularly in these sectors. Neither was it possible to obtain their feedback on the gender impact of the Training for Pakistan project. 

The consultant made an effort to overcome these hurdles by conducting telephone interviews wherever possible to collect information. This was especially useful in reaching participants, who were cooperative and happy to talk about the training, and give feedback on their experience.  

Findings and Analysis

The findings are organized around the gender assessment framework, and are presented as steps in a process that is divided into three broad categories: the pre-Training Plan process that leads to the development of the Training Plan; an assessment of the Training Plan itself as currently operational; and the post-Training Plan period that looks at the steps involved in its implementation, management and follow up.  

Each step in these categories is reviewed as follows: the extent to which gender issues were addressed, gaps in gender integration, and opportunities to integrate gender. 

Pre-Training Plan Process – At the level of the USAID Mission 

This section presents a conceptual overview of the process that led to the development of the Training Plan.  Since the Training Plan is already developed, the observations and recommendations in this section are more relevant to a future participant training project.  

USAID Pakistan Results Framework

The Results Framework is the fundamental document from which all activity flows. It is therefore, critical that it forcefully articulates and embeds gender equality considerations across all its areas. While the Consultant has reviewed the current USAID Pakistan Results Framework 
 as the basis for the Training Plan development, it is noted that this framework is in the process of being updated, revised and re-designed. 

The current results framework limits mention of gender equity to one of three overarching cross-cutting objectives. The Assistance Objectives (AO) however, are framed in a gender neutral manner, as are the Intermediate Results (IRs). A further review of the IRs by sector broadly reflects the same trend, in that they do not reflect gender either as a focused result or as integrated into other development objectives. An exception to this is the health sector in which the AO is entirely focused on “improving maternal and child health outcomes”. In the education sector, there is one indicator under IR 3.2 which specifically mentions “number of female students enrolled in Pakistani institutes of higher education due to US-funded improvements in dormitory facilities”.  

The summarized development context presented for each sector also fails to highlight the gender differentials or gender disparities that exist within the issues listed, nor does it present gender disaggregated data for them. 

In March 2012 USAID launched its updated Gender Policy
 which is “designed to enhance women’s empowerment and reduce gender gaps”. Under this policy, USAID investments are aimed at overarching gender outcomes which are to be translated into specific results with associated targets at the country or project level.   

Building on the new USAID Gender Policy, and capitalizing on the fact that the Results Framework is being revised, it is an opportune moment to fully integrate gender in the updated Results Framework, following the guiding principles laid out in the new Gender Policy. 

Recommendation: Explicitly reflect gender in the AOs and IRs in the revised Results Framework.  Fully integrate gender equality and women’s empowerment considerations into the sector specific results and articulate the corresponding indicators in a gender disaggregated manner.  

Sector Strategies, Programs, Capacity Development Plans

Feedback from the AO teams suggested that a gender analysis was undertaken when sector strategies were being developed. However, in the absence of any documentation, it is difficult to assess the depth of the gender analysis, nor is it possible to assess the level of gender integration into sector strategies. 

A gender review of the working papers prepared for each sector
 reflects the absence of a discussion on gender equity considerations. The brief strategic context sections in each paper also fail to mention the myriad gender issues that exist within each of these sectors. 

A review of all the USAID-funded programs and projects within each sector portfolio was beyond the scope of this assignment; hence, it is difficult to gauge the extent to which they are addressing gender issues. It was also not clear if a comprehensive capacity building plan had been developed by sector teams to address the human and institutional capacity gaps in each sector, particularly the significant gaps in gender related capacities. 

A USAID paper on ‘Cross-Cutting Themes: Good Governance and Gender Equity’ highlights the areas where women are benefiting from USAID programs in each sector. However, the majority of these programs are either working through women-focused interventions, or reflect indirect, spin-off benefits to women through broader sectoral programs. This tendency to focus on women per se is reflective of a WID (women in development) approach rather than a gender equality approach.     

Recommendation: To ensure that the Results Framework fully reflects gender equality and women’s empowerment, it is important to undertake the following: 

· An updated, in-depth gender analysis of each sector. This should include not just a review of the widely prevailing, persistent gender issues within each sector, but also a thorough assessment of the human resource and institutional gaps that exist and will need to be addressed if the gender issues are to be overcome.  

· Develop an overall gender strategy for the USAID Mission assistance program in Pakistan, in line with national gender policies and priorities, as well as the new USAID Gender Policy.  This should pay attention not just to the gender equality objectives, but also the supportive policies and processes that constitute an enabling environment to facilitate implementation of the strategy.  

· Develop gender strategies for each sector, based on, and responding to, the gender analysis mentioned above. 

· Develop a gender action plan for each sector, with clearly defined, time-bound targets. This should include gender focused as well as gender integrated activities. It should also include a gender specific capacity development plan which looks beyond numbers to a substantive, need-based response to men and women’s capacity building in each sector, and also responds to the need for sensitizing men and women to gender issues in their respective sector fields.  

· Encourage horizontal linkages, to enable cross-sectoral support on gender issues
. 

Identification of Training Activities

Each AO sector team identifies a series of training activities arising from their respective sector portfolios for inclusion in the participant training program (Training for Pakistan project). These training activities supplement other capacity development initiatives that are embedded within ongoing projects and programs for each sector. These supplementary training activities, which comprise the Training Plan, are prioritized through a consultative process with the partners. They emerge either out of a larger ongoing program, or as stand-alone activities broadly contributing to the AO. 

While some activities were gender focused (e.g. the Gender Based Violence program), other training projects did not reflect integration of gender issues in either design or outcomes. The responsibility for gender integration at sector team level was also not clear.  

Effort should be made to ensure that future training activities emerge from a more holistic human and institutional capacity development (HICD) approach. They should be identified through a process that responds not only to the priorities of the sector strategy and the corresponding gender strategy, but one that is also based on a gender informed institutional gap analysis. This can help in the development of a  comprehensive capacity development plan for each sector, which  is gender balanced and equitable, and  responds to the professional capacity needs of women and men, at all management and service delivery tiers.   

For effective gender integration to take place, it is necessary to have clearly designated responsibilities. Sectors can draw upon the gender capacity of partners or out-sourced expertise to ensure that gender issues are effectively addressed within their respective sectors.   
Once a training activity is identified, a standard Training Request (TR) form is prepared that outlines the background, rationale and purpose of the activity, and its contribution to the AO. The TR form also specifies follow-up actions, and application of acquired knowledge, skills and attitude. However, there is no specific section in the TR form that focuses attention on how (or if) the training activity will contribute to the gender equality objective. Neither is there any mention of gender in the application of the learning experience.    

These training activities are discussed in greater detail under section 4.2.  

Recommendation:  Revise the Training Request Forms to ensure that they reflect not only the overall sector priorities but the sectoral gender equality objectives also. Include the following revisions: 

· Insert a question/clause in the TR Form that asks how the activity will contribute to the gender equality objective, and which gender issue or gap it is addressing within a particular sectoral performance assessment. 

· It is equally important for other questions in the TR form to also incorporate a gender perspective: the ‘performance assessment’ should reflect gender issues; the ‘support activities required to achieve desired results’ need to highlight gender-related support activities (e.g. the need for gender sensitization training); in particular, the follow-on activities should include gender considerations, by making it mandatory to have at least one action that contributes to the gender equality objective.   

· In a future PTP, use a human and institutional capacity development approach in the identification of training activities, which holistically encompasses gender issues. 

· Clearly designate responsibility for gender integration. 

Nomination and Selection of Participants 

The AO sector teams are responsible for the nomination and selection of training participants, in consultation with their program partners, for the majority of activities. Depending on the type of training, different approaches are used. In most cases, especially where larger numbers are being trained, a strictly merit-based approach is followed, that extends from placing of advertisements to tests, interviews, and final selection. In some cases, a defined group is identified, such as the senior level government officers for the agribusiness tour. In some cases the program partner identifies a group from within their organization, such as the Nepal study tour for HSA staff.  

Training programs may be advertized through newspapers and the internet. While this has been effective up to a point, feedback from participants indicates that a more concerted effort is required to reach larger numbers of potential candidates, especially women, people residing in remote, far-flung areas, and those from lower income strata.  In this regard, a suggestion repeatedly made by participants in their feedback on the selection process, was to make more use of NGO networks – national and regional – to disseminate information about training opportunities. This was considered particularly relevant for the remote areas. For example, a male participant (for the Agriculture Water Management Study Tour) from the Northern Areas stated that people there do not rely on newspapers as they are outdated by the time they are received (several days late), nor do they have easy access to the internet. Using the vast network of the Agha Khan Rural Support Programme (AKRSP) would be more efficient in reaching larger numbers. Service delivery points such as schools and colleges, and health centers could also be possible mechanisms for information dissemination targeting particular groups.  

Participant selection is one step in the overall Training for Pakistan project structure where particular attention is paid to gender. Unfortunately, it is a purely quantitative effort, limited to achieving gender balance in numbers of participants being selected. The aim is to reach a 50% gender balance. Understandably, this has been a challenging target to achieve, particularly as it was not accompanied by any affirmative action measures, or proactive outreach and communication strategies, to facilitate access especially by women.  

Furthermore, gender does not mean ‘women’. When discussing gender issues it is important to consider both genders. The list of Training for Pakistan project participants reflects skewed ratios on both sides.  On the one hand there are lower numbers of women in training programs that focus on topics stereotyped as ‘male domains’, and on the other hand the list reflects a gender imbalance (tilted towards women) for training activities where the topic was a gender or ‘women’s’ issue. For example, the Gender Based Violence study tour was comprised of 5 women and 1 man. While an effort was made to include more men, a few last minute dropouts (two male participants) further skewed the gender ratio. The Reproductive Health Study Tour was attended by 1 woman. Gender issues exist across all sectors, and require involvement of both genders if they are to be adequately addressed. Efforts should therefore, be made to ensure that capacity building initiatives balance gender in all areas. 

Recommendation: 
· Make criteria for participant selection gender sensitive, taking into account different contexts, and adjusted where necessary to allow more female participation.

· Develop a well-designed, gender sensitive outreach and communication strategy that ensures wider access to information by larger numbers of people. Make increased use of NGO networks, which have greater outreach in remote areas, and other non-traditional mechanisms.   

Training Plan 

This section reviews the Training Plan as currently developed and operational. By end July 2012, a total number of 17 training interventions had been identified. Four training activities were completed, while the rest were underway.  A few were still under preparation, and therefore, exact numbers of participants were not yet confirmed.  

Aside from some of the training activities which were either handed over or transferred from other programs (e.g. FATA scholars), it was difficult to ascertain the extent to which the training activities formed part of a broader strategy or program. A more in-depth sector analysis would help in understanding the prioritization process of these activities particularly from a gender impact perspective.   

What clearly emerged from an analysis of the training projects is an urgent need to analyze the human resource requirements that will address gender issues within sectors, and the institutional development that will support the gender mainstreaming process. The need is to go beyond numbers to meaningful interventions that address specific gender issues. 
A sectoral breakdown of these training activities is reviewed as follows: 

Health

This sector included four training activities, of which one was completed. Two activities were in partnership with the Health Services Academy (HSA), while one was with the National Rural Support Program (NRSP). The Global Flagship course was identified at the time of this assessment, therefore, there was not much information available on it as yet.  

While each of these activities was meant to contribute to the AO of improving maternal and child health outcomes, the TR forms did not clearly reflect the linkages between the AO and activity performance results. This was particularly the case in the two HSA initiatives, both of which were aimed at strengthening HSA’s capacity to transition from a health academy to a public health university. Given the enormous human and institutional capacity gaps in the management and delivery of maternal health services in Pakistan, and in the understanding of the myriad gender issues on the supply and demand side of these services, it was not clear how HSA’s role was being defined in addressing these gaps.    

A gender assessment of these four activities follows: 

	
	Training Activity
	Participants Trained
	Purpose
	Gender Assessment

	
	
	M
	F
	Tot
	
	

	1
	Public Health University Study Tour, Nepal. HSA
	5
	3
	8
	Expose a group of HSA staff to a public health university in another country which had also evolved from an institute. This would help the group participate in the planned HAS-ONA more meaningfully.   
	Information in the TR Form was not able to effectively link this activity with the AO. It would be helpful if the performance assessment clearly defined, and drew links between, this study tour and how it would contribute to better understanding HSA’s role in building human and institutional capacity to address maternal and RH issues and their gendered implications. 

	2
	Summer Course – Reproductive Health, USA. NRSP
	0
	1
	1
	Enhance the professional competence of a female doctor supervising reproductive health (RH) projects at NRSP, to impact  the latter’s organizational capacity to address issues of maternal health. 
	The purpose of this activity directly contributed to the AO, with clearly defined follow-up actions. However, given the dominance of women in the maternal and RH sector, it would be very useful to involve and train more men to address the gender issues in this area. 

	3
	Global Flagship course - USA
	3
	3
	6
	Health Systems Strengthening. 
	Not enough information available for assessment.

	4
	Organizational Needs Assessment (ONA) – in-country. HSA
	
	
	
	Help identify the steps and capacity building HSA must acquire to meet its objective of upgrading to a public health university status. 
	See # 1 above. How would HSA’s restructuring contribute to the stated AO? A review of the TORs for the ONA indicates that they need to integrate gender dimensions. These would assess HSA institutionally as well as programmatically from a gender perspective. This would include a review of all organizational policies, including HR policies, harassment at workplace policy, and gender balance in staffing. An analysis of programs would include faculty capacity to address gender issues in public health management, research programs, etc.  

	
	Total
	8
	7
	15
	
	


Recommendation: 

· In the TR Forms, clearly define the rationale and linkage between the training activity and the AO it is contributing to. This is particularly relevant for the health sector where the AO is focused on maternal and child health. 

· Mainstream gender in the TORs of the HSA Organizational Needs Assessment to ensure that it includes a gender analysis at institutional and programmatic levels.  
Education

This sector included two training projects, both of which were handed over from other programs. A gender review reflects that while there was a commendable gender balance in numbers of participants in these training activities, particularly so in view of the fact that they were both long-term study programs, the training design did not adequately address gender issues.  

While a more in-depth analysis of the broader programs from which these training activities emerged was beyond the scope of this assignment, discussions with educationists working on tertiary education issues in Pakistan gave rise to questions about the kind of activities that would have maximum impact toward the AO, particularly from a gender perspective. Given the limited access to tertiary education, alternative approaches need to be considered, including non-traditional methods like online education, which would provide access to larger numbers. This would particularly benefit women given the socio-cultural context in Pakistan.  
	
	Training Activity
	Participants Trained
	Purpose
	Gender Assessment

	
	
	M
	F
	Tot
	
	

	1
	Pre-Step Scholarship Program
	15
	12
	27
	Improve professional education and raise teaching standards and quality. Linkages with US universities for international exposure and ongoing educational planning and capacity building
	- Gender issues had not been integrated at the design stage of this activity; therefore, neither the participants nor the PhD programs selected had a gender focus. Future programs need to incorporate gender at every stage, in collaboration with all stakeholders – the university in Pakistan, the university in the US, the relevant departments, faculty and participants themselves – to ensure gender equitable outcomes. 

- A gender sensitization session with the PhD scholars demonstrated the significant scope for integration of gender issues in each PhD program.  Discussions on integrating gender in their Action Plans helped orient them to a gender focus.  The debriefing should reinforce this. 

	2
	AU Scholars
	2
	1
	3
	Mainstreaming human rights (HRs) and gender to support long-term stability and growth in teaching gender studies and HRs at Peshawar University. 
	Insufficient information to undertake a gender analysis of this activity. 

	
	Total
	17
	13
	30
	
	


Recommendation:  

· Ensure that the debriefing of the Pre-Step PhD scholars reinforces the gender dimension of follow-up actions. 

· Integrate gender dimensions into future programs at the design stage, and subsequently at every step of the training activity process.  
Agriculture

This sector included four training activities, three of which were study tours in the US and in third countries. The fourth activity was an in-country training which was still at the conceptualization and planning stage, therefore, numbers were unconfirmed as yet. 

This was the only sector (aside from stabilization) where the number of female participants was zero. The reason was stated to be the lack of availability of qualified women at senior government officer level in agriculture departments across provinces, especially in KPK and the Northern Areas, from where one of the study tour groups was drawn. This reflects the need for a deeper analysis into the reasons why women are not entering the public agriculture sector, and strategies to address this. 
Gender issues were also absent in the training activity purpose and design, although there was considerable scope to address many gender issues in the agricultural sector through these activities.  

	
	Training Activity
	Participants Trained
	Purpose
	Gender Assessment

	
	
	M
	F
	Tot
	
	

	1
	Efficient Water Management Study Tour I
	7
	0
	7
	Intro to efficient water mgmt policies; efficient irrigation systems, agricultural productivity and market linkage techniques. 
	- Participant feedback on this study tour revealed that with a more aggressive outreach and communication strategy, and some relaxation in the selection criteria, women could have been included. Two of the organizations which participated, AKRSP and PARC, have women working on agriculture projects.   

- Participant feedback also indicated that the study tour design did not pay attention to gender issues; neither did it include exposure to facilities where women were working as producer groups. Future programs should take into account the many gender dimensions of these study topics, and be designed accordingly.  

- Follow-up actions should emphasize attention to gender issues, particularly in relation to water users associations and training of farmers.    

- It would also help to organize gender sensitization training for the group that undertook this study tour to ensure gender integration into their follow-up activities, which include policy level decisions.

-Organizations like AKRSP, with long experience in rural development and gender can take a lead.    

	2
	Efficient Water Management Study Tour II
	10
	0
	10
	Same as above
	Same as above

	3
	Agri-Business Study Tour
	5
	0
	5
	Knowledge of agric as a business. Best practices in agri-business. Entrepreneurial attitude and spirit.
	Not much information available at present. However, in line with the discussion for the water management study tour, it is strongly recommended that all the suggestions made above be applied to this activity also. 

	4
	Agriculture Extension Training
	
	
	60
	Modern extension services/ organizing farmers/ irrigation technology
	Since this is at the conceptualization and planning stage, gender issues can effectively be integrated in the training curriculum and design. 

Selection of participants should aim for a full gender balance, particularly in view of women farmers’ urgent needs for extension services.  

	
	
	22
	0
	82
	
	


Recommendation:  

· Ensure that gender issues are fully integrated into the design of further training programs

· Organize gender sensitization trainings for participants who have completed their first round of study tours. 

· Collaborate with organizations like AKRSP and PARC, and other partners, for future training programs to ensure maximum participation of women. 

Democracy & Governance

This sector included five training activities of which two had been completed. One is underway, while the remaining two are being planned. 

	
	Training Activity
	Participants Trained
	Purpose
	Gender Assessment

	
	
	M
	F
	Tot
	
	

	1
	International Auditor’s Fellowship Program
	2
	0
	2
	Familiarity with the concepts, models, structures and practices used by the US GAO. 
	This is still underway. 

	2
	Exec Education Program in Public Finance Management
	5
	1
	6
	Strengthen knowledge and skills of senior officials concerned with budget oversight and public finance management. 
	This program was canceled by the training provider. 

	3
	Election Monitoring TOT Training
	30
	12
	42
	Study electoral legal framework and financial mechanisms for funding elections and campaigns. Examine trends and new developments in election administration. Observe ways to promote voter participation. Analyze new techniques of election observation and campaigning. 
	The first part of this TOT had been completed, while part II was in the planning stage. Participant feedback indicates that the training covered gender issues well, with detailed discussions on topics like universal suffrage, international treaties on civil and political rights to which Pakistan is a signatory. Gender issues related to elections and voter registration , were also discussed, along with regional variations. 

- Feedback from women participants indicated that sensitive issues like violence, women’s security, and forced abstention from voting  needed more discussion and should be focused on in the next round of training. Challenges faced by women at local level needed more attention also, such as location of polling booths. Since the curriculum for Part II is being developed, it is a good time to ensure more in-depth coverage of gender issues in election observation and monitoring. 

- Participants also felt that with a well-respected new Election Commissioner in place, it is a good opportunity to intensify work on these issues.  

	4
	Election Monitoring TOT Training II
	
	
	
	
	

	4
	Gender Based Violence Exposure Visit
	1
	5
	6
	Expose participants to practical examples of development and implementation of a National Strategy on Gender Based Violence, including strategies for coalition building and advocacy. 
	This course received mixed feedback, with many lessons being drawn from this activity: more collaboration between Training for Pakistan and the USAID partner AF, to better structure the training design in response to trainees needs, which expressed a desire for more exposure on Pakistan specific GBV issues; selection of participants should have been undertaken strategically, keeping in mind a concrete follow-up action plan, that would have allowed the piloting of a seamless service initiative; conscious effort should have been made to ensure selection of more male participants.  Follow up needs to bring together the participant group to facilitate combined efforts towards a collective action plan    

	
	Total
	38
	18
	56
	
	


Recommendation: 

· Ensure that the design of Part II of the election monitoring training covers gender issues in more detail. 

· For GBV training follow on actions, bring participants together to facilitate joint planning and collective work towards the piloting of a seamless service delivery, which was originally envisaged as the output of this activity.    

· Future training programs specifically focusing on gender issues should ensure more male participation. 

Stabilization

This sector included three education related projects which belonged to the roll-over FATA Scholarship program. This was handed over to the Training for Pakistan project when the FATA Development Program Livelihood Development (FDPLD) was closed in March 2012. The BAE and DAE Diploma courses have been completed.  Initially, this group also included female students, however, they have since graduated.  Currently, 183 male students are completing their SSC diploma course in six institutes across KPK. They had just completed Grade 9 and were promoted to Grade 10 – final year of high school. 

	
	Training Activity
	Participants Trained
	Gender Assessment

	
	
	M
	F
	Tot
	

	1
	FATA Scholarship Program– BAE Diploma
	39
	0
	39
	-Completed.  

-While not much is known about these former students, it would be useful for a future project to track down as many as possible, and learn about their current activities and work. 

- Where possible, gender sensitization sessions can be held with them, along with career planning and future action planning. 

- Female students should particularly be tracked to assess what they are doing and how they have used their academic opportunity.   

	2
	FATA Scholarship Program–DAE Diploma
	61
	0
	61
	Same as above. 

	3
	FATA Scholarship Program – SSC Diploma
	83
	0
	83
	- These students appeared to be a dynamic, smart, well-groomed and highly motivated youth group. While the majority came from under-privileged backgrounds in the FATA region, exposure to elite schools across KPK had allowed them to develop into confident young adults. Aware of the challenges their region faces, they appeared willing to return to their home towns/villages to tackle some of these challenges on completion of their education. The majority want to continue their studies towards higher degrees. 

-They were frank in discussing gender issues, acknowledging the constraints their sisters faced back home, and the limited opportunities they had.  

- Discussions with their teachers and principals also indicated how far these students have come from the time they transferred to these schools from their villages.

- These students, at their level of development, motivation and commitment, present a very good opportunity to be trained to become activists and change agents in their respective regions. With some gender sensitization training they can begin motivating their families and communities to address some of the many gender challenges those regions face. However, if such a program were to be developed, it would need to be done cautiously and sensitively given the huge security factors. Small steps can nevertheless be taken, including orienting these young boys to take on summer internships of community mobilization during their vacation time.   

	
	Total
	183
	
	
	


Recommendation: 

· Undertake gender orientation/sensitization sessions with the FATA scholars exploring opportunities for them to work as change agents and community mobilizers in their respective areas, during the course of their studies. 

· Track down former female students to assess what they are currently doing, how they are using their education, what they would like to do in the future, and how they can be supported further.     
· A future participant training program should undertake a more comprehensive gender analysis of the stabilization component, based on which a holistic gender strategy and design should be developed.   This would include an analysis of women’s situation in conflict-affected areas in Pakistan, and their role in reconstruction and peace-building efforts.   
Training Plan Implementation – by the Training for Pakistan Project

Once training interventions have been indentified and the participants selected, the Training for Pakistan project undertakes a series of activities as part of its processing and management responsibilities. It is important to mention here that the Training for Pakistan team faced many challenges during the course of this project, not least of which were a skeleton staff. The project team structure did not include specific technical capacities for each of the sectors, nor was there any gender capacity. They also faced difficulties without a formally designated M&E person.   

Training Plan Design and Coordination

As discussed earlier, participant training programs (PTPs) can be structured to provide inputs ranging from simple processing and management oversight, to a more substantive design contribution, which includes technical and content related inputs, at all stages of implementation. For the latter role, PTP core teams have the necessary technical expertise to contribute to the training design and undertake training needs assessments to ensure that the selected training programs are need-responsive.   

The current Training for Pakistan project was structured as a short-term, bridging intervention that responded to the immediate training needs of sector programs. Its one-year duration made it difficult to build in technical inputs that would have strengthened the design and innovation of training projects, but which would also have lengthened the process. Thus, time constraints limited this project to primarily providing processing and management services, along with the integral requirement of data management. Despite these constraints the Training for Pakistan Training Managers informally contributed to the training design when needed, especially during the TR Form completion process, which they help in filling out. 

However, lack of gender capacity in the Training for Pakistan team did not facilitate gender integration into implementation processes.  Attention to gender remained limited to attempts in reaching a gender balance in numbers.  

Identification of Training Programs and Training Providers

Once a training activity is requested by an AO team, Training for Pakistan facilitates identification of a corresponding training program and a training service provider. Training programs can be of two kinds: standard trainings offered by different providers on an ongoing basis; or customized trainings, tailored to meet the specific needs of a participant group. In the latter case, an open competition process is followed, through RFPs and screening of proposals received. Criteria for selection include technical and financial expertise, with importance given to factors such as facilities, competency of trainers, prior experience, and references.     

The training venue (US, third country, or in-country) is often determined by the AO teams. 

In this entire process, there is no mention of the cross-cutting thematic areas, including gender, despite the considerable scope to build them into the training design. Such gender integration will ensure that the training itself is addressing the gender issues of a particular sector, and will also sensitize participants to address these issues in their work.   

Recommendation:  

· Introduce the requirement of gender related expertise in the RFP for selecting training programs and service providers. 

· Ensure that customized training programs incorporate gender issues within the curriculum or course/study tour design for a particular training topic, and also include activities that help to sensitize participants to gender issues. 

Coordination with Program Partners 

Another gap identified at this stage was the limited interaction and coordination between Training for Pakistan and the USAID program partner in the preparation of a particular training activity.  Since the training activity is conceptualized, designed and developed by AO teams in collaboration with their program partners, Training for Pakistan’s role is limited during this process.  However, in order to identify an appropriate training program that fully meets the needs of the target group, a more interactive process, with greater involvement of Training for Pakistan would achieve better outcomes.   This process should ensure provision of gender inputs (from in-house or external sources).  Such a process would also allow for more cross-fertilization of ideas and an opportunity to assess the gender capacity needs of partners and training groups. 

Among the partners, it was apparent that some had considerable gender experience while others had limited capacity. In the latter case, Training for Pakistan could have facilitated cross-sharing of gender expertise between partners.   

Recommendation: 

· Develop future training activities such that the PTP implementer is involved at the outset, and a closely coordinated process with all stakeholders is ensured. 

· During this process, assess the gender capacity of the program partner(s) and bring in external/other partner expertise where necessary. 
Pre-Departure Orientation and Action Plans 
An important step in the preparatory phase of overseas training activities is the Pre-Departure Orientation. Shortly before participants leave for their training, the group is brought together in Islamabad for a detailed orientation on a range of issues, including logistical matters. Spread over 1-3 days, this orientation provides a useful start to the training program. 
A key part of this step is Action Planning.  Participants are provided forms to complete in anticipation of their follow on plans when they return to Pakistan on completion of their training.  The Consultant’s interaction with the group of PhD candidates, about to embark on their long-term study programs, demonstrated how well this session can be used to orient them to gender issues. A lively discussion took place, during which they were all encouraged to reflect on gender issues within their areas of study, and how they could impact on them through targeted interventions, as part of their follow-on plans. 
Given that the Training for Pakistan team, together with their local partner, ECI, is currently working on revising the Action Plan matrix, it would be an opportune moment to insert instructions that focus participants’ attention to committing at least one or more actions towards the gender objectives of their study area. For example, the PhD group highlighted interventions like involving more women in research programs, identifying research topics that address gender issues in education, and encouraging the involvement of more female faculty and students in their follow on actions.   
Recommendation:  

· Include a gender sensitization session in the Pre-Departure Orientation agenda.

· Insert a clause in the Action Matrix that commits participants to a gender focused follow-up action. 

Logistics 

There are many logistical steps that the Training for Pakistan undertakes at this stage of the preparatory process, including travel related facilitation. This gender assessment would like to highlight one issue which was repeatedly raised by participants as a major constraint.  This related to the Dependent Policy at USAID. Participants, both women and men, but especially women, wishing to avail long-term study program opportunities, felt constrained by the perceived lack of support in relation to their child-care and other spouse/family responsibilities. Stringent requirements (including proof of financial adequacy for dependents over the full study period) inhibit many potential candidates, especially women, who, in the Pakistan cultural context are predominantly responsible for domestic responsibilities. A few women PhD candidates explained how they had to dispose of their property in order to fulfill the financial proof requirement, in order to take their children along. This would bar many women who do not have such financial privileges. 

USAID Mission staff acknowledged this issue, around which there has been some discussion. A future project that aims to encourage more women candidates will need to address this more forcefully. 
Recommendation: 
· For overseas training activities, especially long-term study programs, review the USAID Dependent Policy  and consider revisions to be more supportive, and accommodative of the practical and cultural constraints faced by women (and men) wishing to avail these opportunities. This will widen the scope for large numbers of women.  

Implementation Interventions

During implementation, Training for Pakistan closely monitors the training activity, maintaining contact with the participants. In-country training activities can be physically monitored, while overseas programs are checked through electronic communication means.  This step in the implementation process can be further analyzed to ensure that the training program is responding to participant needs.  

Monitoring and Follow-up

The Training for Pakistan project undertakes several steps once a training program is completed. 

In the case of overseas trainings, participants are brought together in Islamabad again for a debriefing on their experience. This provides yet another opportunity to reinforce the gender equality message: for example, in addition to the overall usefulness of the training, how well did it cover gender issues – if at all? How could the gender dimension be strengthened for a similar training in the future? What can the participants do next on gender as they move forward on their follow-up plans – collectively and individually? As in the case of the Pre-Departure Orientation, the Debriefing can also include a gender sensitization session to underline the importance of focusing attention on this important cross-cutting objective. 

Training providers also have to submit reports at the end of the training. Training for Pakistan had not received any of these reports as yet, given the short time lapse since the completion of trainings so far, so it was not possible for the Consultant to review any report.  However, in line with the consistent recommendations on gender integration at each step of the training process, these reports should also include a section on gender, as well as feedback on the participants’ capacity to understand and implement follow up actions that address gender issues in their sector. For example, to what extent was the course able to cover gender issues? How well did the participants respond? How can their gender capacities be strengthened?  

Recommendation:  

· In the Debriefing, include a session on gender, which reinforces the participants focus on gender issues in their respective areas, and focuses their attention to the gender impact of their follow-up actions. 

· As part of the training providers’ reports, require feedback on gender issues covered by the training and feedback/assessment on participants’ capacity to take it forward. 

Data Management 

An integral part of the Training for Pakistan project is data management. While this takes place at every step along the training process, a primary responsibility is the input to the TraiNet database. This core function of all PTPs contributes to the development of an updated centralized database of all participants trained through U.S. funding. This allows access to trainee profiles and other training details.  All information provided is gender disaggregated.

Local Capacity Development

Local capacity development is integrated throughout the Training for Pakistan project, at all stages of implementation. Different mechanisms define a range of working partnerships involved in this project. 

Local Partner

In line with USAID’s broader policy of pursuing local partners, for greater sustainability and cost-efficiency, Training for Pakistan works with a designated local partner, with the aim of developing their capacity as a potential implementer of PTPs in Pakistan. This capacity, which requires technical knowledge of USAID policies, processes, rules and regulations, is currently limited in Pakistan. 

The local partner identified for this purpose was Empowerment through Creative Integration (ECI), a private sector firm renowned for its expertise in training, curriculum design, and overall capacity development across a range of sectors in Pakistan, and internationally.  Currently, three ECI staff members have been placed within Training for Pakistan to gain on-site, practical, hands-on experience of PTP implementation.  

ECI is also called upon to provide more direct training support where necessary.  Given its vast experience and expertise in agriculture related trainings, Training for Pakistan assigned the in-country agriculture training portfolio to ECI.  Working in collaboration with the AO agriculture team, ECI is currently developing the curriculum for the agriculture extension services training. In view of the challenges the agriculture team has faced in efforts to involve more women in their training activities, this training provides an opportunity to ensure that large numbers of women participate and benefit from this training, through a well designed curriculum which fully integrates the myriad gender issues in the agriculture extension services sector.  

While gender related expertise was not a specific criterion in the selection of ECI, it nevertheless has the necessary gender related capacity – to not only integrate gender in training programs, but also in other areas of gender assessments, analyses and integration. Training for Pakistan can draw upon this skill set in their implementation process to ensure that gender issues are identified and addressed appropriately. 

IQC Partners

In addition, Training for Pakistan has identified three firms, selected through a rigorous, merit-based process, as IQC holders, with the purpose of providing logistical and technical support in training delivery where necessary. These organizations include: LEAD, HRLC, and IBA Sukkur. 

Criteria for selection of these organizations included expertise in the five sectors covered by this project.  While the criteria did not include a requirement for gender expertise, nor were they assessed for their gender capacities, nevertheless two of these organizations interviewed during the course of this assignment (LEAD and HRLC) demonstrated some capacity to address gender issues in these sectors.  Training for Pakistan should draw upon this facility more strategically. 

For the future it would be useful to ensure that selection of IQC holders includes a criterion or requirement for gender related expertise within respective sectors. It would also benefit Training for Pakistan if there was a larger base of IQC holders to draw upon, covering a broader range of expertise, including gender. 

Recommendation:  
· In the current phase of the Training for Pakistan project, there is scope to draw upon the gender capacities of its local partners/IQC holders to ensure that gender issues are integrated in training programs. 

· For the future, include a requirement for gender related expertise in the selection of IQC holders, as a facility to out-source gender inputs.   

· More IQC holders would expand the resource base for the Training Plan implementation.

Gender Profile of Participant Groups

This section briefly summarizes the gender breakdown of all the participants. While earlier sections have discussed the gender disaggregated numbers within each training activity, an overall profile is given below in Figure 2. 

	Training for Pakistan

	Participants by Gender

	 
	 
	Male
	Female
	Total 
	% Female

	Economic Growth/Agriculture

	US
	 
	 
	 
	 
	 

	 
	Efficient Water Management I
	7
	0
	7
	 

	Third Country
	 
	 
	 
	 
	 

	 
	Agriculture as business
	5
	0
	5
	 

	 
	Efficient Water Management II
	10
	0
	10
	 

	In-country
	 
	 
	 
	 
	 

	 
	Agriculture Extension Training 
	 
	 
	60
	 

	Total EG/AG
	 
	22
	0
	82
	0%

	Democracy and Governance

	US
	 
	 
	 
	 
	 

	 
	GAO Training
	2
	0
	2
	 

	Third Country
	 
	 
	 
	 
	 

	 
	Gender Based Violence
	1
	5
	6
	 

	In-country
	 
	 
	 
	 
	 

	 
	Election Monitoring
	30
	12
	42
	 

	 
	Election Monitoring II
	0
	0
	0
	 

	Total DG
	 
	33
	17
	50
	34%

	Education

	US
	 
	 
	 
	 
	 

	 
	AU Scholars
	2
	1
	3
	 

	 
	PhD (PreSTEP) Scholars
	15
	12
	27
	 

	Total ED
	 
	17
	13
	30
	43%

	Health

	US
	 
	 
	 
	 
	 

	 
	Reproductive Health & Development
	0
	1
	1
	 

	 
	Global Flagship
	3
	3
	6
	 

	Third Country
	 
	 
	 
	 
	 

	 
	Health Services Academy Study Tour to Nepal
	5
	3
	8
	 

	In-Country
	HAS Organizational needs assessment
	 
	 
	 
	 

	Total Health
	 
	8
	7
	15
	46%

	Stability

	In-country
	 
	 
	 
	 
	 

	 
	SCC
	83
	0
	83
	 

	 
	DAE
	61
	0
	61
	 

	 
	BAE
	39
	0
	39
	 

	Total Stability
	 
	183
	0
	183
	0%

	
	
	
	
	
	 

	Total
	 
	263
	37
	360
	14%


Figure 2

As apparent from the above figures, women participants constituted only 14% of the total participants. However, without the FATA scholars, the percentage improves to 21% of the total participants. Nevertheless, it is still short of the 50% target. 

Sector-wise, the highest percentage of women was in the health (46%) and education (43%) sector training programs. D&G achieved 34%, while agriculture and stabilization were nil on women’s participation, indicating the need for much greater efforts to involve women.  

A further breakdown by venue (Figure 3) indicates that the majority of women participated in U.S.-based and third-country training activities (36% and 28% respectively), while a much lower number took part in the in-country training programs (10%). However, the in-country figures are skewed because of the FATA scholars, without whom the percentage jumps to 46%, the highest among the three venues.  

	Participants by Venue

	 
	Male 
	Female
	Total Participants

	US
	29
	17
	46

	Third Country
	21
	8
	29

	In-country
	213
	12
	285 

	Total
	263
	37
	360


Figure 3

Participant feedback on the training activities

On the whole, participants who had completed their respective training programs gave positive feedback on their overall experience. They were pleased and satisfied with the training content, logistics, and support received, also pointing to areas where there was room for improvement. Participants of the GBV course and agriculture/water management study tour particularly felt that being a custom-designed course, it could have been tailored more specifically to their needs. This feedback has already been provided to the Training for Pakistan team. 

On gender, however, participants (especially the water management group) felt the lack of attention to this thematic area at all stages of the training activity process. They recommended the need to address gender more consciously, from an early design stage, in future programs.  

To achieve a more substantive outcome, participants felt that groups going on a training program together should be more linked up, and have a more cohesive follow-up plan. Currently there appeared to be fragmentation among most groups, with each doing their own thing on completion of the training.  This would have particular implication for gender where a group of trainees would find it more productive and efficient to work collectively on follow-up actions. 

Participants also suggested the possibility of having an alumni network of Training for Pakistan trainees.  

Lessons Learned 

The drive for gender equity has to come from the USAID Mission.  Since all training activity is initiated at the Mission, the gender focus must be embedded at that level. Only then will other stakeholders, including contractors and sub-contractors who emerge at subsequent stages of the process, take the gender agenda forward meaningfully. 

Within the Mission, the Results Framework has to clearly articulate gender equality objectives and gender indicators, to ensure that subsequent action plans and training activities incorporate gender issues. “What gets measured – gets done”. 

Responsibilities for gender integration need to be clearly designated – it does not happen automatically. Whether in-house or out-sourced, gender expertise needs to be available, particularly at sector level to develop sector specific gender strategies and action plans.   

While quotas remain controversial, designating a minimum percentage for numbers of female participants will ensure that innovative approaches are used to achieve these targets.  This was suggested by numerous participants (male and female).  

Adequate budgetary allocations should be made for the cross-cutting gender equality objective. Without financial resources to back up the gender agenda, it is difficult to push it forward.  

The role of the local partner/s can be enhanced to provide more substantive inputs into training activities – especially with regard to gender related inputs.  

Gender expertise can also be drawn from other USAID program partners. 

The Participant Training Program implementer should have a greater role in providing substantive inputs in the design of training activities, including strengthening of cross-cutting themes, to add maximum value. 

The Training Plan can be made more gender sensitive through simple adjustments to the tools and formats used in the implementation process. 

It would be very useful for Training for Pakistan to highlight success stories – changes that Training for Pakistan training activities have impacted. Successful gender outcomes should be particularly highlighted. These success stories can be collected from any of the stakeholders involved: participants, Training for Pakistan partners, and USAID program partners. 

Effort should be made to design a future PTP in a manner that uses an HICD approach – focusing holistically on institutions, with gender related capacity embedded within it.  

Participant Training Programs are still a relatively new concept in the Pakistan development context.  It would help to have a broad discussion with stakeholders on their conceptualization and implementation, to enable more effective delivery.  
Summary of Recommendations

A list of all the recommendations made in each section on Findings and Analysis is presented below. 

Pre-Training Plan Process – At the level of the USAID Mission
· Explicitly reflect gender in the AOs and IRs in the revised Results Framework.  Fully integrate gender equality and women’s empowerment considerations into the sector specific results and articulate the corresponding indicators in a gender disaggregated manner.  

· To ensure that the Results Framework fully reflects gender equality and women’s empowerment, it is important to undertake the following: 

· An updated, in-depth gender analysis of each sector. This should include not just a review of the widely prevailing, persistent gender issues within each sector, but also a thorough assessment of the human resource and institutional gaps that exist and will need to be addressed if the gender issues are to be overcome.  

· Develop an overall gender strategy for the USAID Mission assistance program in Pakistan, in line with national gender policies and priorities, as well as the new USAID Gender Policy.  This should pay attention not just to the gender equality objectives, but also the supportive policies and processes that constitute an enabling environment to facilitate implementation of the strategy.  

· Develop gender strategies for each sector, based on, and responding to, the gender analysis mentioned above. 

· Develop a gender action plan for each sector, with clearly defined, time-bound targets. This should include gender focused as well as gender integrated activities. It should also include a gender specific capacity development plan which looks beyond numbers to a substantive, need-based response to men and women’s capacity building in each sector, and also responds to the need for sensitizing men and women to gender issues in their respective sector fields.  

· Encourage horizontal linkages, to enable cross-sectoral support on gender issues
. 

· Revise the Training Request Forms to ensure that they reflect not only the overall sector priorities but the sectoral gender equality objectives also. Include the following revisions: 

· Insert a question/clause in the TR Form that asks how the activity will contribute to the gender equality objective, and which gender issue or gap it is addressing within a particular sectoral performance assessment. 

· It is equally important for other questions in the TR form to also incorporate a gender perspective: the ‘performance assessment’ should reflect gender issues; the ‘support activities required to achieve desired results’ need to highlight gender-related support activities (e.g. the need for gender sensitization training); in particular, the follow-on activities should include gender considerations, by making it mandatory to have at least one action that contributes to the gender equality objective.  This should be accompanied by one or more indicators that will help to measure/track progress towards results.   

· In a future PTP, use a human and institutional capacity development approach in the identification of training activities, which holistically encompasses gender issues. 

· Make criteria for participant selection gender sensitive, taking into account different contexts, and adjusted where necessary to allow more female participation.

· Develop a well-designed, gender sensitive outreach and communication strategy that ensures wider access to information by larger numbers of people. Make increased use of NGO networks, which have greater outreach in remote areas, and other non-traditional mechanisms.   

· Identification of training activities should ensure that: 

· The TR Forms clearly define the rationale and linkage between the training activity and the AO it is contributing to. This is particularly relevant for the health sector where the AO is focused on maternal and child health. 

· Gender is integrated in the TORs of sub-contracted projects, such as the HSA Organizational Needs Assessment, to ensure that it includes a gender analysis at institutional and programmatic levels.  

Training Plan
· Clearly designate responsibility for gender integration – at all levels. The PTP implementer to have appropriate technical capacity for each sector and cross-cutting objectives. 

· Health 

· In the TR Forms, clearly define the rationale and linkage between the training activity and the AO it is contributing to. This is particularly relevant for the health sector where the AO is focused on maternal and child health. 

· Mainstream gender in the TORs of the HSA Organizational Needs Assessment to ensure that it includes a gender analysis at institutional and programmatic levels.  
· Education

· Ensure that the debriefing of the Pre-Step PhD scholars reinforces the gender dimension of follow-up actions. 

· In future programs integrate gender dimensions at the design stage, and subsequently at every step of the training activity process.  

· Agriculture

· Ensure that gender issues are fully integrated into the design of further training programs

· Organize gender sensitization trainings for participants who have completed their first round of study tours. 

· Collaborate with organizations like AKRSP and PARC, and other partners, for future training programs to ensure maximum participation of women. 
· Democracy and Governance

· Ensure that the design of Part II of the election monitoring training covers gender issues in more detail. 

· For GBV training follow on actions, bring participants together to facilitate joint planning and collective work towards the piloting of a seamless service delivery, which was originally envisaged as the output of this activity.    

· Future training programs specifically focusing on gender issues should ensure more male participation. 

· Stabilization

· Undertake gender orientation/sensitization sessions with the FATA scholars exploring opportunities for them to work as change agents and community mobilizers in their respective areas, during the course of their studies. 

· Track down former female students to assess what they are currently doing, how they are using their education, what they would like to do in the future, and how they can be supported further.     
· A future participant training program should undertake a more comprehensive gender analysis of the stabilization component, based on which a holistic gender strategy and design should be developed.   This would include an analysis of women’s situation in conflict-affected areas in Pakistan, and their role in reconstruction and peace-building efforts.   
Training Plan Implementation – by the Training for Pakistan Project

· Introduce the requirement of gender related expertise in the RFP for selecting training programs and service providers. 

· Ensure that customized training programs incorporate gender issues within the curriculum or course/study tour design for a particular training topic, and also include activities that help to sensitize participants to gender issues. 

· Develop future training activities such that the PTP implementer is involved at the outset, and a closely coordinated process with all stakeholders is ensured. 

· During this process, assess the gender capacity of the program partner(s) and bring in external/other partner expertise where necessary. 

· Include a gender sensitization session in the Pre-Departure Orientation agenda.

· Insert a clause in the Action Matrix that commits participants to a gender focused follow-up action. 

· For overseas training activities, especially long-term study programs, review the USAID Dependent Policy and recommend revisions that would be more supportive, and accommodative of the practical and cultural constraints faced by women (and men) wishing to avail these opportunities. This will widen the scope for large numbers of women.  
· Debriefing must include a session on gender, which reinforces the participants focus on gender issues in their respective areas, and focuses their attention to the gender impact of their follow-up actions. 
· As part of the training providers’ reports, require feedback on gender issues covered by the training and feedback/assessment on participants’ capacity to take it forward. 
· Consider establishing a network of TRAINING FOR PAKISTAN Alumni, linking all USAID funded participants, with sector-wise groupings, for experience sharing and possible collaboration for collective action.

Local Capacity Development
In the current phase of the Training for Pakistan project, there is scope to draw upon the gender capacities of its local partners/IQC holders to ensure that gender issues are integrated in training programs. 

· A requirement for gender related expertise to be made part of the criteria in the selection of IQC holders, which could then also be used as a resource for gender inputs across projects 
· Increase in the number of IQC holders would expand the resource base for the Training Plan implementation.
Monitoring and Measuring Impact 

A one-year project providing training can only cover implementation monitoring during the project period. This would include for example the number and types of training delivered, number and types of trainees, training follow-up etc., as covered in the section above. However, longer-term monitoring of results and outcomes is not realistic in a one-year project time-frame and will have to be part of a wider country-level or thematic USAID program monitoring and review.  
Conclusions and Policy Implications
A future USAID participant training program, along the lines of Training for Pakistan, which aims to enhance human capital and institutional development through capacity building of men and women in Pakistan, must address gender issues at different  levels:  (i) through provision of technical gender inputs in the identification, design and curriculum of training projects;  (ii) in the management and implementation of the training plans; (iii) in the institutional mechanisms that will ensure action on the above.  
A clear prioritization to address gender issues must be visible at all levels of the program, which should reflect a focus not only on achieving gender balance in numbers of men and women trained, but in efforts to address the gender issues prevalent in each of the sectors covered by the USAID Mission in Pakistan. This will require a deeper gender analysis into each of the sectors, particularly focusing on the human and institutional capacity needed to ensure that gender equality goals are achieved. Capacity building for gender mainstreaming is essential for translating the positive gender policy environment in Pakistan into concrete action and results.   
This must also be accompanied by the development of clearly stated gender objectives and indicators at all levels of the program – emanating from the USAID Mission Results Framework and stretching all the way across to individual training projects within sector training plans. This will help to ensure the required attention to gender and accountability for results.    

Appendices
Appendix A. Scope of Work
SCOPE OF WORK (SoW) OBJECTIVE
Background: In accordance with the U.S. Agency for International Development’s (USAID) recognition that gender issues are important considerations in development, USAID/Pakistan is committed to improving opportunities for women and integrating specific plans and strategies for promoting gender equity. USAID’s previous experience in Pakistan demonstrates that without proper policies to affect gender equity in all its projects, the impact on women will be low. The Training in Pakistan Program is explicitly seeking opportunities for targeted interventions that will focus on gender equity and supporting women’s participation in training programs. 

Purpose: The project training plans will cover five Assistance Objective (AO) areas: agriculture, democracy and governance, education, health, and stabilization.  As such, the objective of this SoW is to provide guidance and operational input in integrating and mainstreaming gender into these training plans. The purpose of the SoW is to conduct a preliminary and rapid assessment of the gender constraints that may prevent gender equitable participation and benefit in the activities identified in each of the five training plans. 
Methodology: these preliminary needs assessment will inform the development of a gender integrated training plan and gender-sensitive recommendations for implementation of training activities. The needs assessment will also ensure effective overall gender mainstreaming in Training for Pakistan. The assessment will propose strategies for effective gender integration across the training plan, including in trainings, study tours and exchanges, resulting in increased levels of gender equitable participation in the trainings. 

The data collection techniques will pay particular attention to the cultural considerations of each sector. 
In order to carry out this assessment, the Consultant will conduct an initial desktop review of project documentation and desktop research, including, but not limited to
Training in Pakistan Project documents (project statement of work, work plans, PMP, and other assessment reports), 
Secondary Data: Government of Pakistan gender strategies and analysis, third party gender analyses, and assessments. Data review of secondary quantitative data from baseline studies and other sources of data, including data collected through the DEC.
Quarterly and Annual Reports from USAID-Funded Programs in Education, Health, Democracy and Governance, and Agriculture to be reviewed given their focus on gender equality:

Agriculture

The Rural Livelihood Development Program 
The Skills-Based Dairy and Livestock Program 
Democracy and Governance
The Gender Equity Program 

The Civil Society: Citizen Voice and Accountability Program

The Municipal Services Delivery Program

The Elections Program

Education

Links to Learning: education Support to Pakistan Program (Ed-Links)

The Partnership for Women in Science and Technology

The Pakistan Children’s Television Program

The Pre-Service Teachers Education Program

The Merit and Needs Based Scholarship Program

The Collaborative Capacity Building of Human Rights and Gender Program

The Fulbright Scholarship Program

Health 

Family Advance for Life and Health Program
Literature Review/Desktop Research will include, but is not limited to the following:
1. 
Aslam, Monazza, (2009) “Rates of Return to Education by Gender in Pakistan”, Working Paper, GRPG, Oxford
2. 
Alderman, H., J. Behramn, D. Ross, and R. Sabot (1996), “Decomposing the Gender Gap in Cognitive Skills in a Poor Rural Economy,” Journal of Human Resources, Volume 31 (1). 
3. Ashraf, J. and B. Ashraf (1993), “An Analysis of the Male-Female Earning Differential in Pakistan,” The Pakistan Development Review, Volume 32 (4), pp. 895-904.
4. Jabeen, Nasira and Zafar Iqbal Jadoon, Muhammad, “Gender and Local Governance in Pakistan: Representation vs. Participation”, International NGO Journal, Volume 4 (5), pp. 264-276
5. Leach, Fiona, (2000) “Gender Implications of Development Agency Policies on Education and Training”, University of Sussex Institute of Education, Sussex, United Kingdom.
6. Mahmood, Naushin (1999) Education Development in Pakistan: Trends, Issues, and Policy Concerns, Pakistan Institute of Development Economics, Islamabad, (Research Report No. 172). 
7. Memon, G.R., Joubish, Muhammad Farooq, and Khurram, Muhammad Ashraf, “Education in Pakistan: The Key Issues, Problems, and the New Challenges”, Middle East Journal of Scientific Research, Volume 6 (6), pp. 672 – 677
8. Mumtaz, Zubia, (2003) “Gender-based barriers to primary health care provision in Pakistan: The experience of female providers,” Health Policy Plan, Volume 18 (3), pp. 261-269
9. Nasir, Zafar Mueen, (2002) “Returns to Human Capital in Pakistan: A Gender Disaggregated Analysis”, The Pakistan Development Review, Volume 41 (1), pp. 1 – 28.
10. Roomi, Muhammad Azam, “Behind the Veil: Women-only Entrepreneurship Training in Pakistan”, International Journal of Gender and Entrepreneurship
11. Shah, Nazneen, (2009) “Becoming a Teacher: Transitions from Training to the Classroom in the NWFP – Pakistan”, Institute for Education and Research, University of Peshawar, Pakistan
Development Agency Reports
12. Asian Development Bank, Women in Pakistan: Country Briefing Paper, July 2000
13. Japanese International Cooperation Agency, Pakistan: Country Gender Profile, 2007 – 2008
14. Ministry of Economic Affairs and Statistics, Pakistan Social and Living Standards Measurement Survey (PSLM), 2006 – 2007, Government of Pakistan

15. World Bank Pakistan Country Gender Assessment
	  PHASE/ACTIVITY
	LOCATION
	LEVEL OF EFFORT

	Phase I: Desk Review and Background Research

	· Desktop Research: Gender issues related to capacity development in Pakistan; Government of Pakistan gender policy, constraints to men and women’s access to training; best practices in increasing participation and decision making of men and women through capacity enhancement; project reports and background material; Mission documentation including gender policy and directives.
· Rapid Needs Assessment Strategy/Framework: Develop methodology and work plan for assessment exercise.  Identify data sources, structure timing and resource against assessment activities. Develop interview guides for gender assessment.  
	US/Pakistan
	3 Days

	Phase II: Needs Assessment of Training for Pakistan Programs in Education, Agriculture, Health, Democracy and Governance, and Stabilization Sectors 

	Overview: Gender issues in capacity development in Pakistan will be evaluated in the assessment report, as they relate to the Training for Pakistan training in the education, health, agriculture, democracy/governance and stabilization sectors. 

The needs assessment will evaluate the sectoral nuances, and within the context of the Training for Pakistan, shed light on the different training needs of men and women. 

Methodology: The most current needs for training and capacity development in the training plan will be surveyed in discussion with project staff and various stakeholder groups.  This will be assessed in the context of gender issues that impact capacity building and training in environments such as Pakistan.  

Specifically targeted key informant interviews will be held with, as possible, local partners, Ministry personnel, USAID technical representatives, and sector specialists in Islamabad. In addition, the Gender Specialist will seek to conduct interviews with organizations and institutions most familiar with gender-specific training needs in Pakistan, including, but not limited to:

· Aurat Foundation

· UN/Pakistan

· Empowerment through Creative Integration

· The Asia Foundation

· Aga Khan Foundation

· The Open Society Foundation

· Rozan

· Bedari

This assessment will include an analysis of the opportunities and limitations that both men and women have in relation to participation in the planned training programs through Training for Pakistan.  Recommendations will be provided on how gender can be integrated into training programs from training design and development to participant selection, and evaluation. 

Outputs: 

· Analysis of key gender-based constraints and access to USAID/Pakistan funded training program, and their potential impact and indicators on the training plan. 

· Identify gender integration opportunities for training activities within the training plan. 

· a synopsis of key GoP gender-related policies on capacity building and opportunities for collaboration and mutual strengthening of gender integration;

· brief on other key donors work to address gender in their training programs and in what ways they are supporting the GoP in addressing gender;  

· Particular lessons learned by USAID, other key donors and the GoP in addressing gender in development within the context of capacity building
	Pakistan
	10 days        (2 days for each sector)

	PHASE III – Reporting and Deliverables

Assessment Work plan: The assessment work plan will list specific questions that the assessment will seek to answer, planned methodology that will be used, draft copies of all tools that will be used, and the expected gender integration strategy and action plan template.  

Outputs/Deliverables:

· Develop key informant interview guides for the assessment
· Assessment Report
· Needs Matrix gathered from stakeholder discussions
· Recommendations for a gender integrated training plan
· Recommendation on how to include more women, if there is a lack of or no participation in the planned programs; 
	United States
	3 Days

	TRAVEL DAYS
	
	4 Days

	TOTAL LOE
	
	20 DAYS


Appendix B. List of Stakeholders Consulted
LIST OF STAKEHOLDERS CONSULTED
I. USAID Mission Pakistan

1. Amy Hagan – Participant Training Specialist 

2. Leslie Gonzales, Gender Advisor 

3. Mohammad Ghani Khan – Senior Specialist Agriculture 

4. Nora Madrigal, Health Advisor, 

5. Khalid Mahmood – Health Team 

6. Mohammad Tariq Khan – Education Advisor

7. Khola Arooj – Project Management Coordinator, Education 

8. Charles Cutshall – Democracy & Governance Advisor

9. Nazeer Ahmed Mahar – Project Management Coordinator, D&G 
II. Training for Pakistan Project 

10. Susan Fickling

11. Joseph Ghanem

12. Saadia Aswad

13. Babar Khan

14. Areefa Azam

15. Maryam Rasool

16. Ali Khurram

17. Bilal, Ilyas, Asia, Sadiya, and other TFP team members

III. Training for Pakistan Partners

18. Shahnaz Kapadia Rahat, CEO, ECI

19. Dr. M Suleman Qazi, Lead Pakistan

20. Riffat Shams, Executive Director, HRLC
21. Mudassir Rizvi, CEO, Trust for Democratic Education and Accountability

22. Fatima Raja, Program Officer, FAFEN Network

23. Simi Kamal, Director, Gender Equality Project (GEP), Aurat Foundation

24. Johdah Bokhari, Training & Capacity Building Specialist, GEP, Aurat Foundation

25. Raheel Iftikhar Hashmi, Senior Program Officer, GEP, Aurat Foundation

26. Nadia Tariq Ali, Senior Program Officer, Asia Foundation

27. Dr. Arshad K. Chandio, Joint Director/Registrar, Health Services Academy

28. Amna Khawar, Deputy Project Manager, Health Services Academy

29. Dr. Rashid Bajwa, CEO NRSP

30. Dr. Nabeela Shahid, Deputy Programme Manager, Social Sector Services, NRSP

IV. Training for Pakistan Participants

31. Shumaila Arif – PhD candidate from Quetta

32. Khalida Parveen, PhD candidate from Jacobabad

33. Many more PhD candidates in small groups

34. FATA SSC students: 4 groups, approximately 5-6 students in each group

35. FATA scholarship institute Principals

36. Nazir Ahmad, Agriculture (Water Management) Study Tour – PARC

37. Sardar Noman Latif, Agriculture (Water Management) Study Tour, AKRSP

38. Sajida Perveen Khan, Election Monitoring TOT – from Karachi

39. Sajida Zakia, , Election Monitoring TOT – from Multan

40. Farida Sadiq Misbah, , Election Monitoring TOT – from Lahore

41. Pervaiz Khan Khalil, , Election Monitoring TOT – from Peshawar

42. Faiz Kakar, , Election Monitoring TOT – from Quetta

43. Najma Baloch, , Election Monitoring TOT – from Quetta
V. Other Stakeholders
44. Isa Daudpota, Educationist

45. Fareeha Zafar, Educationist

46. Prof Dr Rasul Bakhsh Raisani, VC University of Baluchistan 
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