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[bookmark: _Toc377647643]Executive Summary:

The overall living condition of FATA people is quite pitiable. Tyranny and oppression have made their lives difficult. The issue of women’s rights has always been pushed under the carpet. Although a few voices are raised to protect the basic human rights of women from time to time, but largely women remain at a disadvantaged social position across Pakistan overall. [footnoteRef:1]  [1:  FATA & plight of tribal women, Sadaf Nuri, Pakistan Observer, dated25th September, 2012. The UNDP develops HDI at the global level and it does not take into account regional data. There is no data available except for the MICS -2008 which depicts morbid social indicators pertaining to women in Fata. Moreover socially &economically they are also depressed and often fell victims to tribal customs of Sawara, Wanni and Taiga. Organizations like Human Rights Commission are not allowed to operate in Fata. This paragraph infact is a true reflection of state of affairs pertaining to women in Fata

] 

The approach of ‘women’s empowerment’ recognizes the political nature of the development process and encourages women to become actively engaged in politics. The FATA Secretariat has witnessed sensible organizational expansion to implement the socio-economic development charter in the tribal areas, under the FATA Sustainable Development Plan 2006-15 (SDP). The Women Empowerment Wing (WEW) was created in the ‘Social Welfare, Women Empowerment and the Zakat and Ushr Department’, now renamed the Social Sectors Department. This wing ensures the adoption and implementation of national policies and plans of action regarding women in FATA.  The aim of the WEW are to create: a suitable institutional structure, rules of business, functions, job descriptions and capacity building interventions, so as to enable women to better contribute in the development of FATA.
During the course of consultations with stakeholders, the Women’s Section in the Social Welfare and Women’s Development Department suggested establishing a separate directorate for women in FATA. A similar consultative course was adopted for the initial assessments of the WEW to evaluate the organizational course and other impediments related to this development. The endeavour behind all these efforts was firstly, to improve the understanding of the important elements of such an organization and secondly, to build ownership of such a future organization. 
The main objectives of the WEW are to promote the goals of gender equality, to address the challenges of gender discrimination and women’s rights, to implement a five-year plan through policy support, to institutionalize ‘gender’ in FATA Secretariat operations, to end violence against women, to provide access to justice for women and girls and to enhance the participation of women in all spheres of public life.[footnoteRef:2]  [2:  http://fata.gov.pk/index.php?option=com_content&view=article&id=154&Itemid=141] 

Since the WEW was created without a realistic assessment of the institutional parameters that existed in the FATA Secretariat, there is a dire need of moulding it into the FATA Secretariat’s organizational structure. It is proposed that the term ‘Women Empowerment Wing’ be changed to ‘Women Empowerment Directorate’ (WED), in order to add credibility to its organizational standing. It is also proposed that the WED should be initiated by way of a project, along with the preparation and approval of a project document treated as an Annual Development Plan (ADP) or a non-ADP portfolio. 
As a first step, the WEW/proposed WED, should formally establish a ‘FATA Women Empowerment Council’, so as to provide a strategic focus for the improvement of women’s conditions in their respective domains. Secondly, with the assistance of development partners, the recommendations should be translated into practical action plans on a priority basis. These action plans can be placed individually in related sectors or can be reflected as umbrella projects for prompt execution, through ADP or donor assistance.



[bookmark: _Toc377647644]Chapter # 1
[bookmark: _Toc377647645]Introduction:
The FATA region is greatly lagging behind in terms of development and human rights protections. When it comes to the question of tribal women, the picture is far worse, as tribal women are living in dreadful conditions. The issue of women’s rights has always been flouted not just within the FATA region but across Pakistan.
[bookmark: _Toc350784004][bookmark: _Toc377647646]Empowerment Approach to Women:
The central focus of the empowerment approach seeks ways to ‘empower’ women, not in the sense of reversing existing power hierarchies, but rather in empowering women and women’s groups to enable them to make their own choices, to speak out on their own behalf and to control their own lives. 
The empowerment approach recognizes the political nature of development processes and encourages women to become actively engaged political actors. Political mobilization and raising awareness are important elements of this process and women’s organizations are seen as vital players in this process. Beyond this central focus, however, there is no consensus among those who advocate for the empowerment of women.
[bookmark: _Toc350784005][bookmark: _Toc377647647]Prevailing Policy Documents:
[bookmark: _Toc350784006][bookmark: _Toc377647648]The Sustainable Development Plan-2006-15:
The Sustainable Development Plan-2006-15 (SDP) was devised as a coherent and practical roadmap to address the basic needs of tribal people. At its heart are issues crucial to the region and to the everyday lives of people. These include the provision of infrastructure, ensuring sustainable livelihood, building local capacities and generating economic activity. The SDP aims to enhance the status of women through education and training. It emphasises the engagement and intervention of women in all sectors, ranging from agriculture to industry and from health care to skills development. It mandated the creation of a separate unit in the Civil Secretariat, FATA, to launch awareness-raising-campaigns related to gender specific issues. Under this approach, all women related concerns have been covered in almost every essential area.
[bookmark: _Toc350784007][bookmark: _Toc377647649]The Social Welfare & Women Empowerment Strategy- 2010:
The FATA Social Welfare & Women Empowerment Strategy- 2010 aims to provide autonomy and status to women in all walks of life. The specific objectives of this strategy are; gender mainstreaming to remove inequalities and imbalances prevailing across sectors, providing unimpeded access to rights, resources and services, protecting the lives of women on a daily basis and providing protection to women against all forms of violence and intolerance.  
This strategy is the first and only initiative accentuating gender equity in tribal society. The strategy includes all social, political, economic and governance sectors, in which women face legal and social discrimination, coercion, intimidation and economic vulnerability. It promises drastic initiatives for women’s empowerment through poverty reduction, provision of micro-credits, mainstreaming socio-economic development, ending social discrimination and violence and advocating for the girl child’s rights and the rights of home-based female workers. 

It proposes a platform in the form of the ‘FATA Women Empowerment Council’, to deliberate upon contemporary impediments being faced by women in the harsh setting of tribal societies. The Women Empowerment Strategy also includes a critical component to ensure that every effort is made to identify ways in which women can be trained and appointed, or at least supported, by service delivery systems. These women can then serve as an interface with other women in their respective communities in FATA. 
[bookmark: _Toc350784008][bookmark: _Toc377647650]Post Crisis Needs Assessment:
Since independence, the people of FATA have been subjected to outdated laws denying them the same democratic political system, fundamental human rights, and economic opportunities that prevail in the rest of Pakistan. This is due to several important factors, such as the international community’s disregard in the promotion of women’s rights, coupled with the American-led NATO invasion of Afghanistan, unilateral actions in the FATA and the tribal culture itself, have thus, allowed women’s rights to fall into the hands of extremist groups. 
The post-9/11 US and NATO military intervention in Afghanistan united the militant groups in Pashtun tribes. In the early days of this war, thousands of Afghan fighters retreated from Afghanistan across the border into FATA. Militant groups in both Pakistan and Afghanistan used FATA as a staging ground for their activities.
Gender has been mainstreamed as far as possible in all sectors within the Pakistan Post Crisis Needs Assessment (PCNA) process. Attention was paid to ensure that both women and men participated in stakeholder and community consultations during the crisis analysis phase, and that gender dimensions were considered in the needs assessment phase.  However, any initiative promoting women's active participation is seen as an issue of disrespecting or meddling with the notion of a woman's honour, which must be protected at all cost under Pashtun culture. Therefore, there is a particular constraint on approaches to include women and address their needs, which must be done in a manner that seems to respect Pashtun customs and beliefs. 

[bookmark: _Toc350784009][bookmark: _Toc377647651]Women Empowerment Wing: 
In order to address the numerous problems being faced by women of FATA and to implement national and international conventions, programs, interventions and protocols that Pakistan has ratified, the WEW was established in 2010. This was initially established in the then Social Welfare, Women Empowerment, Zakat and Ushr Department (now renamed the Social Sectors Department). The WEW was created to ensure the adoption and implementation of national policies and plans of action regarding women in FATA. The objectives of the WEW are:
a. To initiate the implementation of the Convention on the Elimination of all forms of Discrimination against Women (1979) (CEDAW), and other relevant national and international conventions, programs, interventions and protocols that Pakistan has ratified including United Nation Security Council Resolutions (UNSCR) of 1325 & 1820, to the extent that is possible in FATA.
b. To address the gender imbalance in FATA and ensure a gender balance in all future initiatives in FATA, as far as is possible.
The WEW proposes to undertake the following actions in FATA:
i. Capacity building of NGOs working in FATA around the UNSCR 1325, to raise awareness in the community regarding the role of women in peace time and to protect the safe return of vulnerable female Internally Displaced Persons (IDPs) (including women and girls) to their homes.
ii. Legal and psychological support to women in need.
iii. Sensitization of relevant stakeholders on the implementation of CEDAW 1979 and UNSCR 1325, initiated for the first time in the FATA region, where large number of women and girls are displaced due to crisis and militancy.
iv. Coordination mechanism in the WEW FATA Secretariat for agency officers and political agent’s representatives to devise the implementation of the UNSCR 1325 and 1820 for vulnerable women and girls and to enhance their role in the peace process.
v. Women protection/welfare programs.
vi. Women development/skills programs for women/PPP schemes/development of business enterprises with the support of donor agencies and the rehabilitation of marginalized/ vulnerable women.
vii. Coordination of various local NGOs with line departments and donor agencies for women empowerment.
viii. Promotion of women and alliance for economic and social development at all levels in FATA. Micro credit creation schemes for women empowerment.
ix. Monitor agency offices of the Women Empowerment Department.
x. Establishment of FATA council / commission in consonance with the government policy.
xi. Establishment of Management Information System for the target population of women and services available to them in FATA.
xii. Preparation of department strategy and plan of actions in FATA. - Monitoring of the human rights protections and the reporting of violation through Law & Order department FATA.
xiii. Promotion of medical and school social welfare services for helping poor patients and drop-out children.
xiv. Promotion of informal education, religious education and vocational skills for the adult population.
xv. Facilitating and working in partnership with NGOs/INGOs/CSOs for development and services of social welfare and women empowerment.
The WEW has also proposed a follow-up strategy for the expansion of the department, which will ultimately lead to the establishment of full-fledge women empowerment units at all agencies in FATA.
[bookmark: _Toc377647652]Objectives of the study:

T
he objective of this assignment is to analyse the Social Welfare and Women Empowerment Strategy and “propose a suitable institutional set up of the Women Empowerment Wing of the Social Sectors Department” containing  a mandate, a structure, and responsibilities for improving the status of women in FATA. 

[bookmark: _Toc377647653]Methodology and Literature Review:
The study is essentially a review of the present organizational structure of the WEW at the FATA Secretariat, and based upon the current scheme of things, proposes a viable organizational structure for the smooth functioning of the organization. As an initial step, this study reviewed and analysed present policy documents such as; the PCNA, The SDP-2006-15 and The Social Welfare & Women Empowerment Strategy- 2010; other government & non-government publications such as the ADP 2012-13, Fata Statistical Book-2011, ‘Understanding FATA-2011’, ‘Appraisal of Women Development Departments’ and ‘FATA in Historical Perspective’.
As a second step, focussed group discussions were held with the concerned Social Welfare Directorates and WEW/Women Sections in both the Khyber Pakhtunkhwa (KP) Province and the FATA Secretariat. The discussions with the officials of the Social Welfare Directorate (SWD) and the WEW were rather extended, as during these sessions all the requisites of an organization were deliberated upon in detail. These included; proposed organizational structures, vision & mission statements, the rules of business and functions and training programs. This provided a suitable opportunity to reach a consensus that would ultimately lead to a workable organization that will serve the cause of women in FATA in a sustainable manner.
[bookmark: _Toc377647654]Chapter # 2
[bookmark: _Toc377647655]Situation Analysis:

O
ne of the key features of the study is to conduct a thorough comparison of the WEW at the FATA Secretariat with its sister organization in the KP province, in terms of organizational structure, functions, human resources and roles and responsibilities. The instant chapter will focus upon all important aspects of both the organizations. It will also highlight a chronology of events, which necessitated the existence of women’s departments within government structures.

Significance of Women Departments: The United Nations Fourth World Conference on Women (FWCW), held in Beijing in 1995, prepared the Beijing Platform for Action, which identified women development departments as central policy coordinating units inside the government, with the main function of supporting the government in mainstreaming gender equality in all policy areas  The women development departments were also seen as  responsible for ensuring that nations signing the Beijing Platform for Action developed and implemented a ‘National Plan of Action on Gender/Women’ and prepared CEDAW country reports regularly.

In the 1990s, shifts in the conceptualization of women in development/gender and development issues were reflected in new approaches to the state as a vehicle for change, thus, focusing on institutionalization or mainstreaming. Mainstreaming looks beyond the promotion of projects and programmes for women, to the consideration of gender issues across all sectors, ministries, departments and civil society organizations. If gender mainstreaming is the objective, advocacy and the overseeing of policy are vital in order to influence wider government policy and push for legislative change. 

In Pakistan, since the inception of the women’s division in the mid-1980s, a full-fledged Federal Ministry of Women Development has emerged through different phases with respect to its nomenclature, functions, placements, structures, staffing etc. Besides the Federal and Provincial body for Women Development, there were several sections, wings, and departments within the Social Welfare departments promoting women’s rights. After the 18th Amendment, the federal ministry has been dissolved and the portfolio on the implementation of women development and gender mainstreaming has been decentralized to the federating units. 

[bookmark: _Toc377647656]Women Development Department Khyber Pakhtunkhwa:
T
he Social Welfare and Women Development department is entrusted with the eradication of social evils from society, the rehabilitation of the disabled and the handicapped, the formulation of schemes / programmes directed towards meeting social needs, the mitigation of suffering and the bringing about of cultural and psychological changes and systematic / uniform socio-economic growth in order to ensure the alleviation of poverty.  Under the work distribution mechanism, the Social Welfare and Women Development department’s broader task is policy development, whereas, the Directorate of Social Welfare’s broader task is the operation and implementation of the policies in the province, along with that of women development. 

[bookmark: _Toc377647657]Organization:
T
he Women Development Department in KP is not an independent department. It is part of the Social Welfare Directorate. The directorate has three sub-sections, out of which, one section is named the Women’s Section since 2001, to deal with female related issues. This section has two authorized posts for officers and three for ministerial staff. At present, the department’s strength is restricted only to two operational staff members, which includes an assistant director and a computer operator. The other posts remain vacant including the deputy director’s post. 

The organogram of the organisational hierarchy is provided below:

[bookmark: _Toc377647658]Functions:
A
ccording to the Khyber Pakhtunkhwa Rules of Business 1985; amended in 2011, the Social Welfare Department has been conferred upon with the following mandate pertaining to the development of women in the province: (Annexure- I)
i. Women Development.
ii. Coordination and Monitoring women related projects.
iii. Development of Women Welfare Policy including coordination with Federal Government and International agencies.
The women’s section in the directorate of Social Welfare has further translated the aforementioned mandate into their main objectives as provided below: (Source: Women Section; Social Welfare Directorate)
i. Coordination, preparation and implementation of Women Development Schemes, supervision/scrutiny of schemes of women related/PC-I prepared by NGO's, their processing for approval at the level of a competent forum.
ii. To undertake effectively the role of ensuring the potential of women to contribute towards the growth and the development of the province.
iii. Socio-economic enhancement of the position of women in KP.
iv. To develop new strategies to ensure the protection of women's rights, including their legal, political and socio-cultural rights.
v. To create awareness and provide legal protection to women and children’s rights in KP in the light of CEDAW.
vi. Implementation of National Plan of Action in the light of FWCW held in Beijing, China, in September, 1995.
vii. To provide advisory services and financial assistance to women folk for establishing micro businesses in order to improve their living standards.
viii. Provide maximum opportunities to females to become contributing and productive citizens.
ix. To improve the educational status of women.
x. To expand and improve health facilities.
xi. To provide income generation opportunities for women.
xii. To remove the discrimination of women in education and employment sectors and to provide better information and communication regarding women’s issues on their rights and responsibilities.
[bookmark: _Toc377647659]Activities: 
T
he Women Section in the Social Welfare and Women Development Department (SWWD) is directly and indirectly involved in the following activities with funding from the provincial and federal governments as well as with the assistance of development partners:
[bookmark: _Toc350784018][bookmark: _Toc377647660]Industrial Training Centres: 
T
here are 139 Industrial Training Centres in the province, which provide services for the socio-economic development of women to enable them to supplement their family income. Two years training is offered in cutting, knitting, embroidery and tailoring with the aim of enabling women in establishing vocational training centres or tailoring shops of their own. Around 3000 women benefit from these trainings every year.
[bookmark: _Toc350784019][bookmark: _Toc377647661]Skills Optimization Program: 
T
his program was launched in four districts to facilitate home-based women workers by providing them raw material and enabling their access to the market. The objectives of the program are to provide skills, financial support, marketing facilities and economic and social awareness. The program is run in close collaboration with the industrial homes of SWWD, NGOs and trade associations. 
[bookmark: _Toc350784020][bookmark: _Toc377647662]Women Business Development Centre: 
T
he objective is facilitating women’s entrepreneurship skills. The centre is funded by the Ministry of Industries and executed by SMEDA. It provides support to women entrepreneurs by removing restrictions regarding business infrastructure and business development and by providing a conducive environment for female owned businesses.
[bookmark: _Toc350784021][bookmark: _Toc377647663]Shaheed Benazir Bhutto Women Crisis Centres: 
T
he centres in Peshawar and Abbottabad are drop-in centres, whilst those in Swat and Kohat are short-term stay centres that accommodate survivors for 48 hours. These centres provide 24 hours service, including free legal advice to women victims of violence. The centres for women are different from traditional Dar-ul–Amans, as they focus on long-term rehabilitation of survivors as well as their reintegration into society. 
[bookmark: _Toc350784022][bookmark: _Toc377647664]Women & Peace Project: 
T
his project was funded by UN Women and initiated in April 2011 for three years. Under this project, a WEW has been created under which a Women Protection Unit in Peshawar and three Women Facilitation Centres in different districts have been established to create awareness, training and networking for tackling gender-based violence. The Women Protection Unit has been created for awareness-raising and capacity building of staff and civil society organizations, NGO’s etc. 
[bookmark: _Toc350784023][bookmark: _Toc377647665]Women Crisis Centre: 
I
t provides shelter and legal aid to women in distress, whose cases are referred by the court. The overall objectives of the crisis centre are: to provide legal, medical and psychological help to affected women/ female beggars in KP, to impart basic literacy and vocational skills, to sensitize and train representatives of the legal departments of KP, the police department, local promoters of legal rights and representatives of the civil society on issues of gender specific violence, along with abuse of female begging. 
[bookmark: _Toc350784024][bookmark: _Toc377647666]Dar-ul- Amaans: 
T
hese give services to destitute and socially dejected women by providing shelter, care and rehabilitation. Their objectives include; residential care, vocational and skills training, to provide legal assistance, reconciliation with families, provision of educational facilities for their children etc. 
[bookmark: _Toc350784025][bookmark: _Toc377647667]Welfare Homes for Destitute Children (Females): 
T
heir main objectives are to provide shelter, medical facilities, boarding and lodging, vocational training and primary level education to the orphan female children and to develop their skills for accessing economic opportunities. The aim of these welfare homes is to control begging, drug addiction, and child labour amongst young girls. Different vocational trainings are also imparted including tailoring, embroidery, knitting, and formal /informal education to girls. Medical care through referral services is also provided. 

[bookmark: _Toc377647668]Institutional Affairs:
A
dequate human resources are imperative to run an organization and without these it cannot be expected from an organization to implement its mandate. The Women Section in KP has a sanctioned staff strength of 5 officials, which includes two officers. Presently, an Assistant Director and a clerk are running the day to day affairs of the Women Section whereas; the other posts are lying vacant. On the other hand, rather than establishing a fully functional women’s section in the FATA Secretariat, only two positions of Gender Experts have been created with no tangible contribution being made. 

The Assistant Director in the Women Section in KP supervises a number of interventions, which consist of secretarial and field duties. In these circumstances, it is not possible for an individual to fully concentrate and pro-actively develop a gender-related database, deliberate with departments on conducting gender analysis, gender responsive budgeting, gender responsive project cycle management and gender institutionalization. Due to this reason, the Women Section has so far failed to do constructive and focused planning for gender rights in the province. Much of its work in this field remains fragmented and is left to the domain of other development departments. Consequently, the organization does not have an understanding of concepts and skills to translate gender equality concepts into policies and programs. Another important aspect of this section is that it is totally dependent upon the Social Welfare Directorate financially, which limits its functionality. For many years there has been no positive escalation in its budget; because firstly, it is not encouraged to participate in the budget making consultative meetings and secondly, the officials representing the department do not have basic knowledge of the gender requisites and lack technical expertise to play a meaningful role in gender empowerment/gender equity. 

Frequent transfers of the departmental hierarchy are also an issue, as frequent transfers of secretaries and directors greatly affect successful achievement of policy matters. Moreover, frequent transfers of middle level management i.e. the section officers, affects implementation, supervision etc. within the department. In the Women Section, transfers of staff is not attractive due to scale, budget, job description, lack of incentives, working environment, lack of motivation and lack of pro-active leadership. Although in some cases, promotions are possible for certain grades to move to women section setup, thus, temporary postings are made. 

[bookmark: _Toc377647669]WEW-FATA Stakeholders Perception:
S
takeholder’s views and suggestions are very important as they are involved in different stages of coordinating, designing and implementing policies and programs. The divergent locations of these departments may be a reality in itself; but pursuit of similar objectives, nevertheless, places them on the same grid. The Director of Social Welfare & Women Development strongly supported the proposal of strengthening the WEW at the FATA Secretariat. She was of the opinion that although discrimination against women is rampant all over Pakistan, it is important to make the distinction that a woman in FATA is much worse off than the average Pakistani woman. This is because she is a victim of double discrimination; firstly, due to the typical social matrix and tribal customs of FATA and secondly, due to the denial of their basic constitutional rights. The discrimination against women is common in every sphere of life; even the public sector is not devoid of it. Enabling environment and behaviour changes are imperative to transform lives of women in FATA. The Assistant Director of the Women Section suggested establishing a separate directorate for women in FATA; which should be headed by a female. The rationale for this was that females have a better understanding of issues and problems faced by their own gender counterparts and as such, can resolve them more effectively. Secondly, a separate directorate will have its own independent charter of activities, sanctioned strength and budget and will independently run its affairs; which in fact would be a positive factor for the cause of women empowerment in FATA. 
There were detailed deliberations conducted with the officials of the WEW, which included SWOT & Problem Tree analysis and deciding upon the vision, mission and structural compositions of this wing.  In principle, they had similar problems as those faced by the Women Section in KP. The outcomes of sessions conducted with the WEW are discussed in the proceeding paragraphs.
[bookmark: _Toc377647670]SWOT Analysis:
S
WOT is a traditional tool that combines perceptions to help organizations identify issues during the early stages of a planning process. Strengths are the strong parts of the organization that can be directly controlled. Weaknesses, on the other hand, are those elements of the organization that are not positive but can also be overcome. Opportunities and threats operate outside the organization and they are usually beyond control. The most productive use of energy, however, is on those elements that an organization can control, i.e., strengths and weaknesses.  SWOT analysis of the WEW has been carried out below:
	Strengths
· Management Support
· Sufficient Knowledge to support Gender Mainstreaming in FATA
· Multi- sectoral programs in FATA for  Gender Empowerment
· Social Sector Department supports Gender Conscious policies
· Adequate capacity building opportunities
· Ample Knowledge Management material available in WEW

	Weakness
· No Gender Policy
· No Organizational Rules & Business and TOR’s of staff
· Lack of authority to influence change
· Budgeting
· Gender imbalance at management and field levels
· Absence of Gender Analytical tools in program designing, Implementation, monitoring  & impact assessment
· Unequal participation of women in program activities
· No culture of gender integration in budgetary allocations and usage of sex disaggregated data
· No Gender  sensitive recruitment/selection procedure in place
· No performance incentives

	Opportunities
· Requisite awareness there on mechanics of Gender policy
· Departments in Fata Secretariat willing to work on Gender Sensitive concerns
· Donors  are cooperating & keen to prioritize Gender  rights & Issues
· Receive external funding and technical assistance for gender mainstreaming
	Threats
· Sex disaggregated data not used for planning purposes
· WEW lacks capacity to design and incorporate technical inputs on Gender mainstreaming
· Donors may lose interest



The top six strengths of the WEW are that it has the requisite management support at the FATA Secretariat, which has the understanding and intent to promote gender conscious policies and mainstreaming. The FATA secretariat under its ADP and the PCNA framework is implementing a multi-sectoral program for political and economic empowerment of women. This aspect provides a centre stage for the WEW to step in and assume a lead role in coordinating, monitoring and conducting impact analysis of all these interventions. Moreover, the capacity building opportunities and the provision of global material and publications by the development partners are of notable strength and have also helped its existing staff to broaden their horizons on gender related contexts. 
The elements emerged as weaknesses represent an assessment of where the institution could improve itself. It goes to say that it is the responsibility of the governing department to provide sound basis for establishing an effective institution. Nevertheless, the most frequently identified weakness was the fear of institutional instability due to its current structure. The issue of finance was also often mentioned as a perceived weakness, as it is not regulated from the official stream. Thus, the WEW in its initial stage functions without a credible roadmap, charter, roles and responsibilities and does not have the requisite authority to influence change in FATA. With these weaknesses in mind, the strengths of the WEW seem to be illusory. Another significant factor is the absence of gender analytical tools in the project and program designing, which is more so due to the deficiency in the planning and budgeting culture.
Thirdly, ‘Opportunities’ are those positive events occurring externally to the WEW that might be pursued with new strategies. The WEW could influence most of these events and circumstances in some way or another as it makes choices and applies its creativity.  The biggest opportunity evident is the potential partnership with development partners, which have been extending full support to the entity in terms of human and material resources, capacity building and numerous other studies pertaining to different aspects of gender and institutional building. Similarly, the development departments functioning in the ambit of the FATA Secretariat have demonstrated willingness to extend cooperation on gender related concerns. The chemistry of strengths and opportunities can bring vibrancy and open new avenues of success for the WEW.
‘Threats’ occur outside the WEW’s control and, while they are important, organizational energy is most efficiently focused on strengths and weaknesses that can be controlled by top management and the WEW itself. Development is a collaborated effort amongst various departments and it is important that they develop the culture of applying the gender disaggregated data in their programs and project designs. Similarly, the WEW should also enhance its capacities for optimally employing technical inputs for the development projects. However, the potential threat could possibly be the back stepping of the development partners in case the government prolongs its tentative approach for establishing a separate institution for women affairs within its ambit. 
[bookmark: _Toc377647671]Problem Tree Analysis:
I
n order to further identify core issues interconnected with the WEW; a Problem Tree Analysis was conducted with the proactive participation of its staff. A Problem Tree Analysis is a useful tool to help illustrate the links between a set of complex issues by fitting them into a hierarchy of related factors. It is used to link together various issues, which may contribute to an institutional problem, or to identify the underlying or root cause of an institutional problem. The outcomes of this effort are that it develops clear and graphically documented understanding of the underlying causes of a particular problem, impeding the achievement of a particular objective or vision. Similarly, a better understanding of the causes and effects of the problem, can further explore driving and restraining forces that may have an impact on institutional reform.
The Problem Tree Analysis of the WEW is provided below:
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[bookmark: _Toc377647673]Outcome of Problem Tree Analysis Exercise:
T
he restructuring of the Women Empowerment Wing was set as the main theme for discussion amongst the participants. Absence of organizational constitution was identified as the cardinal cause as without it running of day to day affairs was extremely difficult. The ad-hoc approach with which the organization is functioning requires rethinking and the organization has to be given a proper official structure with regulated financial concerns and a career path for the staff working in it. Presently, the capacity of the WEW personnel is limited in terms of numbers as well as skills; Staff positions have been filled through requisitioning from agencies thus, leaving positions vacant there. Neither Job descriptions of the WEW personnel nor the rules of business have been developed. Generally, staff members are not involved in the planning process. With these constituents in perspective nothing tangible can be expected from the WEW in terms of efficiency and efficacy.
The identified causes may affect the role of the WEW in FATA. Delayed decision making pertaining to the survival and stability of the organization may eventuate in losing its credibility amongst the development partners; who are proactively pursuing various assignments concerning gender for the first time in the history of FATA. The presence of even a small unit such as the WEW can provide a credible platform for gender mainstreaming efforts, but without its presence the cause for political and economic empowerment of women in FATA may suffer.
  





[bookmark: _Toc377647674]Chapter # 3
[bookmark: _Toc377647675]Main Findings, Options and Recommendations:

I
nstitutions are structures and mechanisms of social order and cooperation governing the behaviour of a set of individuals. Institutions are identified with a social purpose and permanence, transcending individual human lives and intentions, and with the making and enforcing of rules governing cooperative human behaviour. The term, institution, is commonly applied to customs and behaviour patterns important to a society, as well as to particular formal organizations of government and public service. As structures and mechanisms of social order among humans, institutions are one of the principal objects of study in the formal regime for political rule-making and enforcement. 

Institutional development is the creation or reinforcement of the capacity of an organization to generate, allocate and use human and financial resources effectively to attain development objectives, public or private. It includes not only the building and strengthening of institutions, but also their retrenchment in the pursuit of institutional, sectoral, or government-wide rationalization of expenditure. Institutional Development Is typically aimed at Improving and strengthening the internal organizational structures and management systems, including monitoring and evaluation, financial management and planning systems, personnel management, staff development and training.

Findings: The groundbreaking objectives of the WEW are to promote the goals of gender equality, address the challenges of gender discrimination, women’s human rights, implement five-year plans through policy support, institutionalization of gender in the FATA Secretariat’s operations, ending violence against women, access to justice for women and girls and enhancing participation of women in all spheres of public life . For implementing these objectives, there shall be a full fledge organization, which shall have all the systems in place. Under the present arrangements, the WEW is established as a section of the Social Welfare Directorate, and through this channel, it reports to the higher office of the Secretary of the Social Sectors Department. However, the WEW in its rudimentary stage, functions without a credible roadmap, charter, roles and responsibilities and does not have the requisite authority to influence change in FATA. There are two officers operating, whose services have been requisitioned from the field strength of the Social Welfare Directorate. These officers work without any job description. The WEW coordinates with quite a few subjects related to both field and secretarial assignments. Therefore, realistically it is not possible for them to fully concentrate and effectively perform a number of essential functions such as; to proactively develop a gender-related database, deliberate with departments on conducting gender analysis, gender responsive budgeting, gender responsive project cycle management and gender institutionalization. Moreover, they have so far failed to do constructive and focused planning for gender concerns, which remains fragmented and in the domain of other development departments of the FATA Secretariat. Furthermore, the organization does not have an understanding of concepts and skills to translate gender equality concepts into policies and programs. Another important aspect is that financially, the WEW is totally dependent upon the Social Welfare Directorate, which limits its functionality. As both the Social Welfare Directorate and the WEW have been subjected to an ad-hoc approach; they witness frequent transfers, which affect the smooth continuity of policy matters. Within the WEW and the Social Welfare Directorate, transfers of staff are not attractive due to scale, budget, job description, lack of incentives, working environment, lack of motivation and the lack of pro-active leadership. 

Options on Organizational Structure: In hindsight of the consultations made with the respective stakeholders, it was realized that such an ambitious agenda cannot be achieved through ad-hoc arrangements therefore, it is imperative to propose a smart organizational structure, which should be able to execute its charter without any difficulty. This structure should be cost effective, less bureaucratic and foster amicable channels of internal and external communication and facilitate an instant flow of information amongst its layers for apt decision making. 

After an in-depth analysis and a consultative process, two options have been proposed as the probable structure of the WEW, which are provided below:

[bookmark: _Toc350784034]
[bookmark: _Toc377647676]Proposed Organizational Structure Option # 1


In the above-mentioned option, the proposed WEW will serve as a section of the Social Welfare Directorate and report to the Secretary of the Social Sectors Department, through the Social Welfare Directorate. The same reporting pattern is being followed in KP (SWD). The four officers of the WEW will be assisted by one personal assistant, two office assistants, one Data Entry Operator, one junior clerk, four peons and two drivers. In this manner, a smart section will be officiating under the SWD. Only one vacancy for a DEO has been proposed, so as to assist the M&E officer to develop and maintain gender related data and other information for official use. Besides this, no proposal for such vacancies has been made, as all officials are required to be computer literate. In this capacity, three assistant directors will be engaged in field operations, coordination and monitoring and evaluation of the development interventions. 

[bookmark: _Toc350784035][bookmark: _Toc377647677]Proposed Organizational Structure Option # 2


The rationale of option # 2 stems from the experiences and comparisons of the Women Section of the Social Welfare Directorate in the Khyber Pakhtunkhwa Province; which after a decade of its establishment is facing discriminatory attitude (as discussed in the previous chapter). Under this option, the proposed Women Empowerment Directorate will function directly under the administrative control of the Secretary of the Social Sectors Department. Some additional posts have been envisaged so as to boost the human resources of the proposed directorate as it is vital for an organization to attain its full functional flow and execute its charter in an orderly manner. In this proposal, one post of a director has been created so as to independently supervise the directorate and as such directly report to the Secretary of the Social Sectors Department. He/she will be facilitated by three assistant directors, who will collectively be assisted by ministerial staff comprising of four assistants, one junior clerk, one data entry operator, three drivers and five peons to run day to day affairs of the department. The merits of having a separate directorate for women are accentuated below: 
i. As a specialized and independent entity, a WED will be more effective with strong acceptability, especially by the development partners. It needs to be mentioned that the Beijing Forum in 1996 had recommended separate departments for women and it was in its aftermath that women departments/sections were established in Pakistan. Thus, under this approach, the international criterion would be reciprocated. 

ii. As a result of the closure/limited function of the Ministry of Women Development at the Federal level, it is crucial to have a platform for women in FATA. Not to de-emphasize the work of the Social Welfare Directorate; it needs to be recognized that the influence of the social welfare agenda undermines the gender mainstreaming emphasis.


iii. Given an appropriate organizational structure, human resources mandate, functions, career path; an independent WED would be viable, both administratively and financially, as there is not much difference between both the options in financial terms.

iv. Woman in FATA are victims of double discrimination firstly, due to the typical social matrix and tribal customs of FATA and secondly, because they are denied even their most basic constitutional rights. Never in the history of FATA have gender issues been brought in the limelight as in the last couple of years. This has caught the attention of the development partners, which are providing assistance for eliminating adverse gender issues. This provides a befitting opportunity to initiate the reforms process. 

v. Will and commitment at the highest level is required for a gender policy. This may allow gender issues to gain a higher profile, incorporated in policy and planning documents, enhanced access to funding and stronger links. The WED needs to develop a gender mainstreaming strategy and integrate these in all its operations and must be followed by all line departments.

In addition to the above, it is pertinent to mention that an independent organization’s efficacy is far better than the one functioning under the shadow. Of all the women development departments working in the four provinces; only Sindh and Punjab have independent departments and as such, they are performing better compared to other provinces, which has been duly recognized in a report on the “Appraisal of Women Development Departments” by the National commission for Women. The matrix below presents a comparative statement of three women related organizations; WS represents Women Section Khyber Pakhtunkhwa, WEW is the present Women Empowerment Wing and WED is the proposed Women Empowerment Directorate. For later, a wholesome structure is being developed through this assignment and the realistic position that will emerge after its approval is provided below:

	S.NO
	ITEMS
	WS (KPK)
	WEW (FS)
	Proposed WED (FS)

	1.
	Administrative Convenience
	x
	x
	√

	2.
	Financial Independence
	x
	x
	√

	3.
	Organizational Structure
	x
	x
	√

	4.
	Mission
	x
	x
	√

	5.
	Vision
	x
	x
	√

	6.
	Rules of Business
	√
	x
	√

	7.
	Adequate Human Resources
	x
	x
	√

	8.
	Job descriptions
	x
	x
	√

	9.
	Policy
	x
	x
	√

	10
	Action Plans
	x
	x
	√



[bookmark: _Toc350784036][bookmark: _Toc377647678]Financial Comparison of Proposed Options:
In order to assess the viability of both the options, a comparison has been made which is based upon the prevailing one month basic salary structure and as such, does not take allowances, other perks/privileges and organizational budget into consideration. These allowances will however be applicable in both situations. We also keep in view the female field staff of the Directorate of Social Welfare, which currently have a permanent strength and are being paid through the regular budget. This comparison will help in generating a fair idea as to how both the options will function financially. 
The monthly salary budget of proposed option # 1 is Rs. 0.30 million whereas; for option #2 it is Rs. 0.41 million, with a very small difference; keeping in view the vibrant charter of Women Empowerment Directorate and considering the fact that it will serve around 48% of the population of FATA. The merits other than financial aspects are already discussed in the above-mentioned paragraphs. 
	Option # 1 				                   

	01
02
03
04
05
06
07


	Deputy Director (1- B/18 ) = 45138
Assistant Directors (3-B/17) = 36513 x 3 = 109539
Data Entry Operator (1-B/14) = 17846
Junior Clerk (1- B/7) = 12992.5
Data Entry Operator (1-B/14) = 17846
Junior Clerk (1- B/7) = 12992.5
Drivers (2- B/4) = 11654x2 = 23308
Peons (4-B/1) = 11177.5x3 = 44710
Total = Rs. 307071.5 (0.30 million)

	Option # 2 				                   

	01
02
03
04
05
06
07
08

	Director (1-B/19) = 66800
Deputy Director (1- B/18) = 45138
Assistant Directors (3-B/17) = 36513 x 3 = 109539				
Assistants (4-B/14) = 17846x4 =71384
Data Entry Operator (1-B/14) = 17846
Junior Clerk (1-B/7) = 12992.5
Drivers (3-B/4) = 11654x3 = 34962
Peons (5-B/1) = 11177.5x5 = 55887.5
Total = Rs. 414549 (0.41 million)



[bookmark: _Toc350784037][bookmark: _Toc377647679]Proposed Mission & Vision Statements of Women Empowerment Directorate:
B
eing a rudimentary organization, the WED has not been able to develop vision and mission statements. The mission statement is a written declaration of an organization's core purpose and focus that normally remains unchanged over time. Properly crafted mission statements communicate a sense of intended direction to the entire organization. A mission is different from a vision in that the former is the cause and the latter is the effect. A mission is something to be accomplished, whereas a vision is something to be pursued for that accomplishment.[footnoteRef:3] Thus, after a consultative process; the mission statement for Women Empowerment Directorate is: [3:  http://www.businessdictionary.com/definition/mission-statement.html] 


“To ensure women’s rights; social and economic empowerment and sustainable development in FATA; and create linkages with national policies, programs and practices”. 

In the modern day organizational set up, a vision statement has importance because it is envisaged as an inspirational description of what an organization would like to achieve or accomplish in the mid to long-term future. It is intended to serves as a clear guide for choosing current and future courses of action[footnoteRef:4]. The vision statement for the Women Empowerment Directorate is as follows: [4:  http://www.mindtools.com/pages/article/newLDR_90.htm] 

“We envision a just, equitable and sustainable society in FATA in which women and girls have equal access to resources, freedom of expression and opportunities to realize their human rights.”

[bookmark: _Toc350784038][bookmark: _Toc377647680]Proposed Rules of Business:
T
he ‘rules of business’ have a statutory importance and are intended to ensure the application of common standards and a uniform procedure for the disposal of work by civil servants.  Not only do these rules serve as a measure of the performance of individual departments at the operational level, but the legitimacy of the democratic regime is equally validated, or undermined, by how their application impacts day-to-day service delivery to people. These rules, therefore, are especially important for public perceptions of how the state or the organization operates. The proposed WED will have the following rules of business to channelize its day to day affairs:
1. Formulation of public policies and laws to meet the special needs of women in FATA.
2. Protection and promotion of women’s rights, gender equity and equality in the public sector in particular; and the tribal society in general.
3. Implementation of local & national policy plans and the enforcement of development projects for the socio-economic uplift of women.
4. Propagate awareness and advocacy campaigns for legal protection of women rights in the light of international agreements and conventions.
5. Establishment of skills optimizing training centres, shelter homes, working women hostels, women business development centres and destitute homes for female/ children.
6. Establishment of advisory legal centres to provide legal aid to women and to review laws considered to be discriminatory and to formulate recommendations in respect thereof.
7. Maintenance of the database of all development partners, civil society organizations and non- government organizations working on gender.
8. Research on domestic & social violence and discriminatory tribal customs regarding women, with respect to assisting and ameliorating their conditions.
9. Development of a strong data base on skilled women in tribal areas with an aim to facilitate their employment.
10.  Create strong links with FATA Secretariat departments on gender   mainstreaming and supporting donor agencies, civil society organizations and initiatives working towards women's empowerment.
11.  Design, implement and monitor projects for women economic empowerment. 
It would be pertinent to mention that the ‘rules of business’ of the Social Welfare and Women Development Department, KP, are confined only to women development, coordination and monitoring related projects and the development of a women welfare policy including coordination with the federal government and international agencies. However, there are a lot of activities which are being undertaken and are not listed in their rules of business. On the contrary, the proposed rules of business for the WED entail the requisite ingredients; which all such specialized organizations are required to cover in their mandates.  These rules of business envelop implementation of international treaties and conventions, national plans, enforcement of rights based approaches, awareness and advocacy campaigns, creating linkages with local and international organizations and establishment of different gender related facilities through own sources, donors collaboration and public-private partnerships etc.


[bookmark: _Toc350784039][bookmark: _Toc377647681]Proposed Functions:
1. Encouraging gender training at all levels of government.
2. Developing methods and tools for gender mainstreaming such as gender impact assessment, guidelines for gender training, and for gender audit for all line department.
3. Preparation & Appraising PC-Is through a gender lens for social sector development proposals submitted to Planning and Development Department.
4. Coordinating with stakeholders for the development and updating of FATA action plans in line with national and international commitments.
5. Coordinate preparation of gender disaggregate data for planning and reporting.
6. Coordinate reporting mechanism on FATA Action Plans and International commitments such as CEDAW for internal and international bodies.
7. Collecting and disseminating of best practice models of gender mainstreaming.
8. Collaborate with the mass media to mobilize public opinion on gender issues.
9. Establishment of Women Crisis Centres to provide interim relief to needy and battered women.
10. Establishment of Orphanages for girl child.
11. Establishment of Skill and Industrial Development Centres.
12. Establishment of Business Development Centres.
13. Registration of women related NGO’s.

[bookmark: _Toc350784040][bookmark: _Toc377647682]Proposed Training Programs:
T
raining on gender issues is one amongst several other types of interventions which can be used to improve awareness, knowledge, skills and behaviour in relation to gender. The use of gender training as a tool for change has increased in the last decade. A lot of organisations (both governmental and NGOs) have also been using gender training programmes, in order to  generate support for gender policies in a sustainable fashion,  provide a common framework and a vocabulary to facilitate discussion and policy implementation. During the consultative sessions, it was revealed that the WEW staff has not received the required training essential for the running of an office and for the implementation of interventions/activities pertaining to their respective sphere. With this essential element missing, the officials of the WEW cannot be expected to make a productive contribution.  However, after discussions, major areas for their capacity building were identified.
As the WEW would be dealing with a lot of subjects across the board pertaining to the development of women in FATA; therefore, a cohesive training program has been proposed so as to improve the capacities of its staff, which are provided below:
	S#
	Major Areas
	Sub-Areas

	1.
	Office Management
	Record Keeping, File Maintenance, Office Correspondence. Office Procedures, Secretariat Manual.

	2.
	Financial Management
	Budgeting, Expenditure authorization & reconciliation, Financial Recordkeeping, Auditing.

	3.
	IT Trainings
	Software Installation, Inpage, MS Office (basic & advance), Internet & email.

	4.
	Project Cycle Management
	Project Identification, preparation, implementation, monitoring & evaluation.

	5.
	PC-I Preparation
	Project design, PC-II – Survey, Feasibility Report, PC-I (15 Columns), Gender data disaggregation.

	6.
	Gender Planning & mainstreaming

	Inclusion of women in mainstream development, gender disaggregation, gender issues/evidence based planning 

	
7.
	Gender & sustainable development
	Cross cutting issues relating to poverty, environment, health, education, water & sanitation, agriculture, forests.

	8.



	Introduction to Gender Concepts and Policies


	Preparation of women policies/ programs, Women’s Human Rights, Gender Mainstreaming Concepts and Strategies, Women in Power & Decision Making.

	9.
	Women and Economy
	Gender Issues and Market Access, Gender and Enterprise Development.

	10.
	Gender Issues & Emergencies

	Gender & Disaster Management, Complex Emergencies, Women and Armed Conflict, Violence against Women, Sexual and Gender-Based Violence.




[bookmark: _Toc377647683]Roadmap for Implementing Change:
A
t present, UN WOMEN is providing assistance of Rs. 2.2 million to the WEW for capacity building of officials, conducting awareness sessions for FATA students, establishment committees to counter harassment and to meet its administrative costs. The government is extending their support in terms of providing gender literature and stationary and equipment for the office. Since the WEW was created without a realistic assessment of the institutional parameters that exist in the FATA Secretariat, it is crucially required to mould it in an organizational mode.
First of all, it is proposed that the term, ‘Women Empowerment Wing’ be changed to ‘Women Empowerment Directorate’, in order to add credibility to its organizational standings. Secondly, the whole proposal for the WED should be initiated in a project mode. Since, at this time of the year, it may not be possible to include a project for it in the FATA ADP therefore; a non-ADP scheme may be processed and approved accordingly. Similarly, the proposals contained therein for the recruitment of the staff shall be processed according to the job descriptions (Annexure-II), following the official procedure i.e. constituting a selection committee, advertisement, screening & short listing, written test and interviews. 
The Field Formations, which are already functioning well under the ambit of the Social Welfare Directorate, are part of the regular budget of the SWD and consist of permanent staff. They can be separated through a notification by the administration/Social Sectors Department without much hindrance and attached with the proposed WED. Their material requirements can be met through the umbrella PC-I. The change in the organizational direction will have minimal affect given that they were involved in the implementation of the same agenda for the development of women in their respective areas. The plus factor would also be to impart them with the identified training programs, which would improve their understanding of different related subjects and also their individual capacities and organizational efficacy in a collective order.
Under the Social Welfare & Women Empowerment Strategy- 2010, the gender related component is comprehensive in nature and is the first such initiative in FATA wherein the rights and responsibilities of women have been discussed in length. It has covered all aspects from women rights to girl’s rights and to the establishment of the FATA Women Empowerment Council. However, all the actions suggested so far have not been initiated and thus, the all-important document remains as a show piece contribution for women in FATA. 

The 2010 strategy, in essence, highlighted all major issues pertaining to women, but failed to mention how it will come forth with solutions. Notwithstanding that, the strategy has been approved two years ago, since then no significant planning has been done by the respective departments except for donor collaboration. It is therefore advised that the recommendations contained herein should be developed into action plans as promised and its practical implementation should happen. As a first step, the Women Empowerment Wing/proposed Women Empowerment Directorate should formally establish a FATA Women Empowerment Council, so that it provide stewardship and strategic focus for the improvement of women related conditions in its respective domain. Secondly, with the assistance of development partners, the recommendations should be translated into practical action plans on a priority basis. The financial aspects of the action plan should be managed according to the availability of costs incurred on the implementation of these action plans. These action plans can be placed individually in related sectors or can be reflected as umbrella projects for prompt execution through the Annual Development Plan or donor’s assistance.

[bookmark: _Toc377647684]Way Forward:
T
he organizational restructuring of the WED will be a good step forward not only for the women of FATA, but also for human rights organizations, NGO’s and development partners. There is no doubt that there is a lot to be done for women development in this part of the country. By having a separate entity, will not only harmonise the FATA Secretariat’s efforts with the Beijing Declaration, but will also cover the impact of the post 18th Amendment. 
The present functioning and structure of the WEW is by no means suitable to address the concerns of women nor can it play any meaningful role in service delivery. An independent directorate with a roadmap in the shape of mission and vision, rules of business, appropriate structure, functions and job descriptions in place, will have more standing amongst contemporary institutions in FATA Secretariat and would be able to add more value to the cause of women.

[bookmark: _Toc377647685]Annexure-I
Rules of Business of Social Welfare & Women Development Department
SOCIAL WELFARE
1. Coordination of Social Welfare Schemes.
2. Urban and Rural Community Development Project and other Social Welfare Projects.
3. Administration of Voluntary Social Welfare.
4. Professional guidance and financial assistance to registered welfare agencies including orphanage.
5. Eradication of Social Evils, Welfare of the beggars and destitute.
6. Rehabilitation and education of socially, physically and mentally handicapped.
7. Training of Social Welfare Employees and Volunteers of Social Welfare Organizations. 
8. Aid from UNICEF and other quarters to social welfare organizations.
9. Recreational Programmes intended to keep people away from antisocial activities.
10. Social education i.e. the education of adults aimed at developing a sense of civic responsibilities. 
11. Welfare and rehabilitation of patients.
12. Welfare of aged and infirm persons.
WOMEN DEVELOPMENT
1. Women Development.
2. Coordination and monitoring women related projects.
3. Development of the Women Welfare Policy including coordination with the federal government and international agencies.


[bookmark: _Toc377647686]                 Annexure-II
Job Descriptions
Director WED

1. Provide overall leadership in developing programs for women economic & political empowerment, gender mainstreaming, awareness & advocacy campaigns on gender rights and evolve an organizational roadmap for complementing National Plan of Action and international treaties & conventions.
2. Assure that the organization has a long-range strategy/ policy which achieves its mission, and towards which it makes consistent and timely progress.
3. Maintain a working knowledge of significant developments and trends in the field within the country and abroad.
4. Establish sound working relationships and cooperative arrangements with the federal & provincial governments, the donor community, CSO’s and NGO’s.
5. Communicate the point of view of the organization to all departments of the FATA Secretariat, agencies/FR’s, community organizations, and the general public.
6. Maintain a climate which attracts, keeps, and motivates a diverse staff of top quality people.
7. Ascertain merited recruitment and employments as and when required and ensure that job descriptions are developed, regular performance evaluations are held, and that sound human resource practices are in place.
8. Develop and maintain transparent & sound financial practices in accordance with the prevailing rules and establish liaison with the FATA Secretariat in preparing budget; and also see that the organization operates within budgeted guidelines.
9. Ensure that adequate funds are available to permit the organization to carry out its work.
10. Maintain official records and documents and ensure compliance with federal and local regulations.
11. Conduct periodic reviews of ADP and Donor assisted projects and arrange field visits.
12. Publicize the activities of the organization, its programs and goals.
13. Conduct surveys for the validation of beneficiaries of various programs.
14. Identify potential areas for implementation of pilot projects.


                            
Deputy Director WED
Operations

1. Support Director in overall management of the Women Empowerment Directorate.
2. Prepare Annual Work Plans for the organization.
3. Organize the activities of Directorate in accordance with National & Global mandate. 
4. Exhibit strong strategic planning skills combined with excellent writing abilities.
5. Strong analytical skills and effective networking capabilities to work with Fata Secretariat departments, Federal & Provincial Governments Development Partners, CSO’s & NGO’s.
6. Organize awareness & advocacy campaigns, capacity building Interventions for staff.
7. Conduct periodical reviews of the development projects, develop reporting mechanisms; evaluation methodologies.
8. Prepare inventory of gender related interventions being implemented by various departments in FATA Secretariat.
9.  Prepare concept papers and project documents for implementation.
10.  Coordinate & conduct surveys for the validation of beneficiaries of various programs.
11. Identify potential areas for implementation of pilot projects.


Assistant Director WED
Coordination

1. Assist in coordinating the activities of the Directorate. 
2. Strong analytical skills and effective networking capabilities to work with other departments, including strategic planning.
3. Support in preparation of concept papers and project documents.
4. Develop coordinating links with departments, NGO’s, CSO’s, especially those implementing gender related projects and programs.
5. Maintain profiles of all organizations and the requisite data for development of proposals.
6. Support in organizing meetings/workshops/roundtables and develop proceedings papers.
7. Carry needs assessment and organize & coordinate capacity building interventions for the staff.
8. Assist DDO in prompt implementation of the Annual Work Plan.

Assistant Director WED
Budget & Accounts

1. Prepare annual Budget Estimates and Revised Estimates for the Directorate.
2. Maintain transparent & sound financial practices in accordance with the prevailing rules.
3. Establish liaison with the FATA Secretariat in preparing budget.
4. Ensure the organization operates within budgeted guidelines.
5. Ensure that adequate funds are available to permit the organization to carry out its work.
6. Ascertain maintenance of cashbook &account records for audit purposes.
7. Prepare financial statements on a monthly basis.

Assistant Director WED
Monitoring & Evaluation

1. Support the Deputy Director Operations (DDO) in designing, monitoring and reporting system for the projects.
2. Assist DDO in the prompt implementation of the Annual Work Plan.
3. Strong analytical skills and effective networking capabilities to work with other departments, including strategic planning.
4. Identify key activities and indicators in project documents.
5. Evolve gender disaggregated data of all Agencies/FR’s.
6. Assist in preparation & evaluation of project proposals. 
7. Assist in preparation of periodic progress reports and other required documents.

Assistant 
1. Putting up previous papers and other references relating to the case under consideration; 
2. Opening of files and keeping a record of the movement of files; 
3. Keeping a note of all important orders and decisions; 
4. Recording, indexing and tidying of files; 
5. Watching the necessity of keeping priority or security labels on files. He should bring to the notice of the Assistant Director the first opportunity that occurs of removing these labels; and 
6. Other clerical duties assigned to him, including casual typing, maintenance of diary register, preparation of statements and putting up of routine reminders. 

Director Social Welfare


Deputy Director Women Development


Assistant Director Women Development


Deputy Director Social Welfare
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