9
Norwegian Embassy =22

Islamaobad L :’ y
w

GENDER
MAINSTREAMING
STRATEGY

Sindh Technical Education &
Vocational Training Authority




Published by
Deutsche Gesellschatft fiir
Internationale Zusammenarbeit (G1Z) GmbH

Registered offices
Bonn and Eschborn, Germany

TVET Sector Support Programme
Serena Business Complex, Level 5
Khayaban-e-Suhrawardy, Sector G-5/1
Islamabad, Pakistan

T +92 51 111 449 376

www.giz.de

www.tvetreform.org.pk

Responsible

Mr. Raja Saad Khan, National Deputy and Team Leader Governance and Policy, TVET Sector
Support Programme

Ms. Gulcheen Agil, Technical Advisor, Gender Mainstreaming, TVET Sector Support Programme

Authors
Mr. Noman Manzoor, Gender & Communications Consultant

Layout and Design:
Mr. Niaz Mohammad, National Short-Term Expert

Photo Credits:
TVET Sector Support Programme

URL links

Responsibility for the content of external websites linked in this publication always lies with their
respective publishers. TVET Sector Support Programme expressly dissociates itself from such
content.

This document has been produced by the Sindh Technical Education and Vocational Training
Authority with the support of TVET Sector Support Programme, and National Skills Information
System. The TVET Sector Support Programme is funded by the European Union, the Federal
Republic of Germany and the Royal Norwegian Embassy. The Programme has been commissioned
by the German Federal Ministry for Economic Cooperation and Development (BMZ) and is being
implemented by the Deutsche Gesellschaft fur Internationale Zusammenarbeit (G1Z) GmbH in close
collaboration with the National Vocational and Technical Training Commission (NAVTTC) as well as
provincial Technical Education and Vocational Training Authorities (TEVTAS) and private sector
organizations. The views expressed in this publication are those of author and do not necessarily
representative of the position of the GI1Z and NAVTTC.

Karachi, Pakistan
October, 2021



List of Acronyms

CEDAW Convention on the Elimination of all Forms of Discrimination Against Women
CBO Community Based Organization

CBT Competency Based Training

CCJP Career Counselling and Placement Centre

CCl Chamber of Commerce & Industry

CVvT Cooperative Vocational Training

DAE Diploma of Associate Engineers

DBOM District Boards of Management

EE Electrical Engineering

FGD Focus Group Discussion

FPCCI Federation of Pakistan Chamber of Commerce and Industry
GIBCE Government Institutes of Business & Commercial Education
GMI Government Monotechnic Institute

GPI Government Polytechnic Institute

GTC Government College of Technology

GTC(W) Government College of Technology for Women
GVvC Government Vocational School

GVI Government Vocational Institute

GVTC Government Vocational Training Centre

GVTI Government Vocational Training Institute

HR Human Resource

HSSC Higher Secondary School Certificate

IT Information Technology

IMC Institute Management Committees

JPO Job Placement Officer

KCCI Karachi Chamber of Commerce and Industry
Kl Key Informant

Kll Key Informant Interview

M&E Monitoring and Evaluation

MNC Multinational Corporation

MOU Memorandum of Understanding

NAVTTC National Vocational and Technical Training Commission
NGO Non-Governmental Organization (NGO)

NIC National Incubation Centre

NSIS National Skills Information System

NVQF National Vocational Qualification Framework
oJT On-the-Job Training

Pl Polytechnic Institute

PWDs Persons with Disabilities

SDGs Sustainable Development Goals

SMEs Small and Medium Enterprises




SMEDA Small and Medium Enterprises Development Authority

SOPs Standard Operating Procedures

STEVTA Sindh Technical Education and Vocational Training Authority-Full name
TEVTA Technical Education & Vocational Training Authority

TNA Training Need Assessment

TVET Technical and Vocational Education and Training

VTI Vocational Training Institutes

VTIW Vocational Training Institutes for Women

VTTIW Vocational Teacher’s Training Institute for Women

WCCI Women Chamber of Commerce & Industry




Table of Contents

Executive Summary

Background and Introduction
Pakistan TVET Sector
Sindh TVET Sector
Women Participation in Sindh TVET
Methodology and Design
Questionnaires Prepared

STEVTA Gender Strategy

Key Recommendations
Organizational
Technical
Accountability
Leadership and Vision
Current Vision and Mission Statements
Strategic Documents
Gender Mainstreaming
Empower Gender Cell
Data Reporting
Gender Balance — Equal Women Representation
Gender Specific Facilities
Equal Access
Transparency
Field Operations
STEVTA Institutes
All Female Staff at Institutes in rural Areas to encourage female Enrollment
Gender readiness of all institutes
Establish and develop more women enterprise centers / buffer/incubator zones
Media Campaigns in Regions to encourage Women join non-traditional/
professional Fields
Career Counselling and Community Mobilization to encourage females
and their families
Develop women-centric Industry Collaborations
Setup gender-readiness Criteria before Institute formal Accreditation
of institutes

00 ~N o1 ok ww

© © © © ©

10
10
12
12
13
13
16
16
16
17
17
20
20
20

21

21
21

21



Gender Action Plan
Gender Action Plan for STEVTA (3-5 years)

Annexures

Annex A: Gender Assessment Framework used for FGDs/Questionnaires
Annex B: Some Excerpts from STEVTA Act

Annex C: STEVTA Board Composition

Annex E: Notification Gender Committee

Annex F: Sindh Government Notification of Women Quota

Annex G: Attendance Sheet of key Focus Group Discussion

22
22

25
25
27
38
39
40
41



TVET SECTOR SUPPORT PROGRAMME

Executive Summary

For centuries, the women in Sindh have been contributing indirectly to the economy by
working in horticulture and agriculture sectors alongside their men. However, in the last few
decades, a shift in the pattern of employment has occurred as more women are entering the
formal employment sector due to technological advancements and increasing focus on
technical education. Majority of the employed women contribute to home-based embroidery,
hospitality, education, office and management, call centers, and beauty parlors. A limited
number of educated women work in public sector, mostly health care and education.

However, the gender gap in the workforce is still very high and a lot more is needed to do to
narrow the gap. Huge potential remains untapped in various fields where interventions are
required so that more women contribute to the national economy. Rigid social norms, lack of
awareness about technical education, the use of technology and modern tools are important
factors which restrict women access to new knowledge and opportunities. Formulation of the
strategy paper is an attempt to address the gender gaps and related challenges in the public
sector organization, like Sindh Technical and Vocation Education Training Authority
(STEVTA).

Though, these organizations are heavily mandated to address the barriers which restrict
access, opportunities and benefits of its services and products. Still their struggle to
streamline the process as many of their key strategic documents including vision, mission,
recruitment, progression policies are either gender blind or neutral. As result the policies fail
to acknowledge the existence of gender differences and its impact on men, women, people
with disabilities and other genders. Several important decision-making systems and
structures such as the Board of Governor, administrative and finance committees lack
women representation. For all these reasons, the Gender Mainstreaming Strategy suggests
improvements and concrete actions for Sindh TEVTA.

Sindh TEVTA has been very active in improvising its internal mechanisms and systems to
ensure gender mainstreaming and have conducted several capacity building programmes,
for its senior officials. However, the efforts need to continue as still there is lack of clarity
amongst many of the employees about gender mainstreaming. Awareness is also needed
across all regions, principals, teachers and students at all institutes across Sindh that they
have a committee which can be accessed and reached out to in case any gender
harassment or related issue arises. Much of data in the organization is not reported gender-
wise, albeit this being key to analyze the situation. It is highly recommended to report all data
segregated gender wise.

Women representation amongst general employees, board and even colleges/instates is
very low. A general overall average of only 14 % women in the entire STEVTA is alarming
for a country where women population is more than 50 percent now. Clear target-oriented
remedial measures are highly recommended here - including fixing a quota of 25 % for
women, mentioning that women are encouraged to apply in all job opportunity
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advertisements, promoting a women-friendly infrastructure and culture, and ensuring women
representation in selection boards and key decision making. These actions are needed in all
regions and institutions across Sindh.

In rural settings more, aggressive efforts such as community mobilization and career
counselling are needed to encourage female enrollment, establish gender friendly incubator
zones for easy access to market and business opportunities for trained students. A
recommendation is to only accredit institutes which are gender-friendly and comply with
suggested women related facilities.

However, 17 key recommendations are given in the guiding document based on the key
principles of establishing gender-friendly infrastructure, strengthen a gender cell, ensure
transparent decision making, equal representation of women in all cadres, committees,
boards, equal access to information and physical facilities, gender-friendly leadership and
vision, enhance understanding of gender, use gender segregated data reporting and ensure
gender readiness at grassroot levels (regions and institutes).

Practically making these changes can take time, so step by step STEVTA once fully ready
convert this guideline into an action plan. Provided financial and human resources are
available, the gender action plan (GAP) then can be executed and monitored just like other
key operations of organization till key gender results are not achieved.

Purpose

The TVET policy sets out clear policy directions and guidelines for the federation to advance
TVET in Pakistan. To roll out policy guidelines, TVET Policy implementation plans are
developed at federal and provincial levels with the support of TVET SSP.

The purpose of this key document is to develop gender mainstreaming strategy for Sindh
TEVTA. Sindh TEVTA (refers to as STEVTA) is a provincial government authority
established in 2010. STEVTA is mandated to streamline, upgrade, regulate, manage
technical education and vocational training in the province of Sindh, in line with the national
and the international job market requirements for greater employability of the youth of Sindh.

Gender is a cross-cutting theme in the Sindh TVET Sector Support Programme and
inclusion of women and all genders in this programme is critical for success of this
programme. The TVET SSP team has been working for several years with STEVTA not only
in the head office in Sindh but also in field. To drive the gender activities further, the
programme in close coordination with the STVETA senior management decided to formulate
a gender guideline. This document is thus based on a series of tools, research, Key
Informant Interviews (KII) and discussions to devise a gender strategy for STEVTA.

Scope

The scope of this gender mainstreaming strategy is to support STEVTA and its regional
offices in identifying and designing interventions to ensure gender mainstreaming at policy
and operational level. The gender mainstreaming strategy outlines key recommendations to
integrate gender and fill gaps via suggested plans and recommendations.
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Beneficiaries

The key beneficiaries of this guiding document are STEVTA employees and its management
including regional staff, principals and teachers. However, it directly relates to the youth,
including female and male students across Sindh region, their parents, academia, and
industry. Further beneficiaries include NAVTTC, Business Industry Associations (BIAs) and
local chambers of commerce.
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Background and Introduction

Gender equality and improved women’s employability sits at the core of the TVET reforms
that the program supports. For this purpose, a gender mainstreaming concept note has been
prepared, which elaborates in detail what can be done at which level to achieve gender
equality and sustainability in the TVET reforms in Pakistan. Women represent 49% of the
total population (Pakistan Bureau of Statistics 2017) yet their participation in the formal labor
market is only 24%. There are over 2,000 TVET institutions for women in the country, where
only 36% of women acquire competencies in formal TVET programs (DOA 2016). Still the
employability of these skilled women is a big challenge.

Deep-rooted patriarchal values, lack of women specific policy framework and a number of
researches that TVET SSP has facilitated Govt. of Pakistan in formulating its first TVET
policy, “TVET ROAD MAP”, which has been endorsed by the cabinet in May 2018. The
TVET policy sets out clear policy directions and guidelines for the federation to advance
TVET in Pakistan. To roll out policy guidelines, TVET Policy Implementation plans are
developed at federal and provincial levels with the support of TVET SSP.

Pakistan TVET Sector

Technical and Vocational Education and Training (TVET) is vital for the development of any
country as it helps develop industry and economy.

The National TVET Policy of the government of Pakistan 2015 outlines five principles which
overall guide the initiatives of skill development in Pakistan stating its integration, private
sector engagement, ample financing, collaboration, and on-going reforms. However,
inclusion overreaches all the five principles. There is strong need for inclusion of these
principles for gender-TVET equality. Women and special people participation have always
been low in the sector. The reasons are numerous ranging from social and religious issues
to stereotyping working women especially in technical field.

Realizing this a decade long effort is put into place by different actors in the TVET eco-
system a few of the key women-specific initiatives taken at national and provincial level
within the TVET sector are briefly stated below:
¢ National Vocational and Technical Training Commission (NAVTTC) has been created
to look after matters related to TVET at national level.
e Under the Prime Minister's Youth Loan Schemes, share of women is set at 50
percent!.
o \Waseela-e-Rozgar (Technical & Vocational Training) program has been launched
under BISP, which has set a target of imparting vocational training to 150,000 women
and each beneficiary to get a monthly stipend of Rs 6,000 during the training period?.

1 Pakistan Economic Survey 2017-18, p. 184
2 Pakistan Economic Survey 2017-18, p. 184
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e The Ministry of Zakat & Ushr (MOZzU) Islamabad awards scholarships to deserving
students of TVET?.

o NVQF: National Vocational Qualification Framework (NVQF) is an initiative which is
meant to standardize vocational qualifications. Kl-1 of Punjab highlighted that “NVQF
is to bring all vocational institutes under the same umbrella”.

e The federal government has fixed 10% quota for women in employment®.

e The TVET Sector Support Programme (SSP) being implemented by the GIZ. The
Programme has supported NAVTTC in many areas. One of the notable outputs is the
establishment of the National Skills Information System (NSIS)*>

e All provincial governments have set up provincial authorities (Technical Education &
Vocational Training Authorities, TEVTAS) to promote technical and vocational
education.

e Besides, there are many other initiatives taken by the provincial governments, such
as Punjab Vocational Training Council (PVTC), Punjab Information Technology
Board (PITB) etc.

Sindh TVET Sector — with a gender lens

Sindh is the third largest province of Pakistan by area and 2™ largest by population. Out of
an estimated total population of 49 million, more than 49 percent are women, however their
contribution in job market is very low.

Pakistan Labor Force Survey (2017-18)
Civilian Labour Force — Pakistan and Provinces

Labour Force

Province/Area 2014-15 2017-18
Total Male Female Total Male Female
Pakistan 61.04 46.38 14.66 68.50 59.74 14.76
Rural 41.95 29.70 12.35 4291 31.21 11.70
Urban 19.09 16.68 241 22.59 19.53 3.06
KP 6.60 5.31 1.29 7.72 6.45 1.27
Rural 5.40 4.26 1.15 6.30 5.19 1.11
Urban 1.20 1.05 0.15 1.42 1.26 0.16
Punjab 36.92 26.28 10.64 39.98 28.76 11.22
Rural 26.25 17.29 8.96 26.81 17.74 9.07
Urban 10.67 8.99 1.68 13.17 11.02 2.15
Sindh 14.31 12.19 2.12 15.19 13.17 2.02
Rural 7.83 6.22 1.61 7.84 6.51 1.34
Urban 6.48 5.97 0.51 7.35 6.66 0.68
Balochistan 3.21 2.60 0.61 2.61 2.37 0.24
Rural 2.47 1.93 0.54 1.95 1.77 0.18
Urban 0.74 0.67 0.07 0.66 0.60 0.06

A review of the Pakistan Labor Force Survey (17-18) shows that female participation in
Sindh in employment has reduced since the last survey (14-15). Women only constitute 13
% of the entire workforce. Interestingly, the figures even discover a gap between urban and
rural women, as the ratio of urban women in workforce is less than that of rural women. In
total around 0.31 million females were unemployed in 2017-18 in Sindh: 41% in rural areas

3 http://www.stevta.gos.pk/downloads/DOWN/DOWNS59.pdf
4 Pakistan Economic Survey 2017-18, p. 183
5 http://www.skillingpakistan.org
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and the remaining 59% in urban areas®. In other words, a large number of them are
available for vocational training.

On an overall basis, the demand of the workforce in the province is 105,268. Jobs are mainly
concentrated in four sectors manufacturing (79,560), services (13, 815), construction (8,670)
and energy (3,223)’.

Women Participation in Sindh TVET

Women patrticipation in vocational education has improved in recent years. However, there is
need to strengthen efforts to increase enrolment in non-conventional trades and in small
cities. Every geographical area has its own socio-economic and cultural dynamics which
affect effectiveness of communication channels; hence, admission campaigns need to be
adjusted according to the local dynamics. The use of informal social networks and social
media can be effective.

Returns of investment in vocational training can be categorized as low to medium, as most
of the vocational graduate struggle to get jobs. Employment opportunities for women are
highly inadequate. An industrial base is strong in only three cities (Karachi, Hyderabad and
Ghotki) but it is weak in other cities. Promotion of women entrepreneurship offers a lot of
opportunities. There are many enabling factors present in Karachi for women
entrepreneurship. Linkages with organizations such as Bharosa Trust, Women Chamber,
and incubation centers can be very helpful.

A Methodology and Design

The primary function of STEVTA is to manage and regulate technical and vocational training
in the province in close coordination with the industry. STEVTA acts as a custodian for public
institutions in addition to regulating the private sector institutions in the province.

Sindh has a total of 252 public institutions, 44% has female representation and 56% are
male institutes. There are 74 Technical Institutes, 40 Commercial Institutes and 138
Vocational Institutes (40% are vocational school).

But like other regions of Pakistan, most of the vocational institutions have a women
dominance, while most of the technical institutions have higher number of males. Women
tend to attend vocational training more than technical training.

The gender mainstreaming strategy of STEVTA aims to address the following:
a) Review STEVTA'’s Act and legal framework
b) Rules of Business
c) Grievance and harassment redressal systems
d) JDs and career progression system especially with a perspective of female inclusivity
e) Gender- and TVET-related data collection and analysis from NSIS
f) Develop questions, discussing points to conduct FGDs around gender inclusivity with
i.  HR and Operations Team
ii.  Senior management including directors
iii.  The gender focal person
iv.  Sr. management of NAVTTC Sindh

6 Derived from Pakistan Labour Force Survey 2017-18
7 Skills Gap Analysis Sindh, 2018, available at http://tvetreform.org.pk/wp-
content/uploads/downloads/governance/Skill%20Gap%20Analysis%20(Sindh).pdf
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g) Conduct consultative workshops involving all relevant stakeholders (STEVTA,
NAVTTC, Business Trade Associations, IMCs, provincial institutes and law
department) to take their input in designing and framing a gender mainstreaming
policy

h) Prepare and share draft gender mainstreaming strategy including action plan

The organization lacks a proper HRD policy with little or no listing of documented job
description. Also, no detailed career plan exists in STEVTA. Following the government
standard Annual Confidential Report (ACR), which comes with lot of constraints, the
employees are promoted as per government procedures. The procedures apply equally to all
genders irrespective of any specific needs.

The organization has some permanent government employees that may bring a redundancy
to the required skills set, especially with qualifications and requirements with industry needs.
But since a formal competency based appraisal system is non-existent, these employees are
still promoted as per provincial government rules and procedures.

3 FGDs and two (2) Klls were conducted in Sindh (at Karachi) and one consultative
workshop was organized for formulating the gender policy of STEVTA. A total of 40
participants were consulted in the sessions. The details of these sessions are as below:

a) Session 1. Assistant Directors of STEVTA

b) Session 2. Directors of STEVTA

c) Session 3. Gender Focal Person

d) Session 4. Consultation session with principals of colleges, MIC, Private sector rep

and sr. mgt of STEVTA and NAVTTC
e) Session 5. Sindh NAVTTC Sr. Management

Although the review of various organizational documents and polices was done keeping in
mind the neutral global gender lens, the overall activity is designed as a participatory gender
assessment and policy formulation exercise.

Two renowned frameworks /models were used to assess the level of gender mainstreaming
in the organization. Also, all the frameworks when developed into questions, these were
customized based on the target audience being consulted for the sessions.

One of the frameworks used is a ILO general framework model that analyses an
organization in terms of its policies, procedures, practice, personnel, and its various
programmes/initiatives.

The other framework used in this exercise was of adopted from the InterAction’s
Commission on the Advancement of Women. That framework is based on factors like
technical capacity, organizational culture and accountability. The details of this framework
can be seen below:

GENDER INTEGRAL FRAMEWORK
POLITICAL WILL
Top-level leadership/managers (publicly) support the issue of gender equality and follow up its implementation.
Reflects in staff time and financial resources, institutionalised policies and procedures to mainstream gender, e.qg.
gender policy, budget allocations, showing public support in speeches and written communication, etc.
TECHNICAL CAPACITY ORGANZIATIONAL CULTURE ACCOUNTABILITY

Staff skills in gender analysis. Gender balanced staff and “Shows if we are walking the talk”
governance structure.

Adoption of systems for gender Equal valuing of women and manin Set and assess annual targets for
disaggregated data. the workplace. implementation of gender strategy.
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Development of gender sensitive Patterns of behavior and codes in Incentives and rewards.

tools and procedures. organisations.
Gender equality as part of job
descriptions, work plans, and

Communication on gender equality.  performance assessment.

Adopted from InterAction’s Commission on the Advancement of Women

Questionnaires Prepared:

Four different types of questionnaires were prepared for different kinds of audience. These
include discussion points for operational staff of STEVTA, gender focal person, senior
management of STEVTA and principals, and key stakeholders. Detailed questionnaires were
prepared keeping in mind both the frameworks used and customized contextually keeping
mind the regional and public sector environment.

Later on, the data for gender assessment and policy formulation of STEVTA was collected
through a review of the organizational documents that include its Act of Formation, Rules of
Business of STEVTA, Amendments to STEVTA Authority Act, its service rules, Board
composition and latest board meeting, organogram and organizational structure of the
organization.

One-on-one interviews with the key staff of entire STEVTA were held. These included the
staff of HR and operations — both middle and top management, FGD interviews with the
technical, operational and the gender focal person.

In addition, a consultative workshop was organized on Oct 20, 2020 which was attended by

more than 15 key stakeholders from different institutions of Karachi. Kll with the DG
NAVTTC Sindh along with senior staff members was also conducted held on Oct 21, 2020.
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STEVTA Gender Strategy

STEVTA staff — especially in HQ is sensitive to gender. Several trainings have been
organized by GIZ in the past. The training not only encompassed Karachi-based staff but
also addressed all regions where staff of institutes were also engaged via training of trainers.

Management seems committed and appreciates the gender and inclusive approach. Being
the first in the country to provide access to its employees for developing gender
mainstreaming strategy is an important step towards that.

The NAVTTC regional office Sindh had been very active in increasing women'’s participation
in TEVT and it has direct/ indirect positive effects on the enrollment of women in various
technical trainings. An interesting finding is that out of CBT implementation institutes, the
share of women institutes was 60 %.

Some of the women institutes are headed by visionary women who set a mark of excellence
for other principals. The STEVTA management is appreciative of such women principals and
believes that institutes lead by women are performing way better in terms of enroliment,
teacher attendance, student performance and industry coordination.

e 46 % of institutes are totally dedicated for female while 54 % are male institutes.
Most of institutes allow women students as well but this is not the case with women-
only institutes, so they have a benefit to enroll in any institute nearby.

Yet there are still many gaps which were identified during the key informant interviews, focus
group discussion and meetings with junior as well as senior management of STEVTA. The
following section outlines the key recommendations and then discusses each
recommendation in detail. The gender guideline is a long term strategic document but for
any public sector progressive organization the process of implementation may take time.
Based on experience, it can be stated that STEVTA can achieve the following in a time span
of 3 to 5 years, considering short term goals in 3 years and others in 5- years. A draft gender
action plan is also proposed in this guideline in there as a ready reference for STVETA
management. However, a specialized gender task force may be staffed to expedite this task
that can work as gender cell of STEVTA.
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Key Recommendations

In the following section recommendations are suggested to Sindh TEVTA, to ensure gender
mainstreaming measures within the organization and its operations. All these
recommendations are based on the discussions and feedback received during the FGD’s
and KIl.

Organizational

Revise STEVTA Mission and Vision

Gender balance key STEVTA strategic documents

Promote open and transparent gender friendly decision-making environment
Strengthen women institutes/regional offices across Sindh

Establish women-friendly infrastructure/physical facilities - day care

Ensure an inclusive /all access approach to all offices

Provide safe transport and safe and secure environment for females in all institutes.

Technical

Strengthen the Gender Committee/ Harassment Cell

Increase /enhance Understanding of Gender Mainstreaming

Do mass media campaigns to ensure women engagement in all fields.
Report gender-segregated data

Accountability

e Gender balance: ensure women representation in all cadres
Establish and develop more women enterprise center/buffer/incubator zones.

e Enhance career counselling and community mobilization in the field for females
Develop industry collaboration to enhance women participation.

e Establish minimum benchmark based on gender-friendly facilities for each institute.

Leadership and Vision

Revise STEVTA Mission and Vision - attune to gender-neutral - at least, if not gender-
friendly.

e Revise organization vision and mission to ensure inclusion of all genders (male,
female, others), differently enabled persons and other minorities.
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e Take proactive action to increase women representation in leadership roles, board,
and important industry committee. To start with a percentage of 25 % is to be set as
a target in all leadership committees.

Current Vision and Mission Statements

Vision

To develop qualitative of workforce meeting local and international labor market needs by
ensuring excellence in training through research & development, effective management, and
regulation of TEVT setup in the Province.

The vision and mission statements are gender-blind as these reference to human resource
and work force or youth with no special reference to men or women.

Policy inertia: A very common practice that appears while discussing the gender and
inclusivity issue is that organizations (and decision makers) believe that there is no
discrimination in any policy. There is a common belief that the present policy covers all
gender concerns well. However, this reflects the lack of clarity about what exactly gender
mainstreaming is and how it can affect employees. The similar policy inertia is observed at
STEVTA. The good part is that apparently the whole management is ready to aspire for the
change. This is a great starting point that needs to be put in practice.

Strategic Documents

Gender Balance key STEVTA Strategic Documents

The Sindh Technical Education and Vocational Training Authority Act and Rules of Business
are the key documents in any organization. The overall direction of all the strategic
guidelines, decisions, board composition and mode of operations is defined in there. During
the gender strategy development exercise both these documents are reviewed from the
gender lens and it is strongly suggested to gender-neutralize these documents.

STEVTA Act 2009

For reference please see [Annex A]

Act Review

STEVTA Act was formulated back then considering that only men will work in this
organization. The certain clauses in it mention workmen as a general terminology (para 2-f,
for example). Little or no care is given to ensure inclusion of all genders when mentioning a
position of power and leadership. The composition of board is all based on designation. The
Board of Governors (BoG) is the prime body for decision making, and women should be
integral part of this body, not only by the virtue of their designation, but also by their gender.
Currently, the board tend to be gender-unbalanced, unless reorganized. Hence, a certain
gender balance criteria / quote should be fixed for the inclusion of women. (suggestion: 25 %
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female at least on board). Similarly, when referring to the head of organization - the position
of managing director, refers to men only, restricting the possibility of women’s inclusion at
that level. (A circular arrangement of quota may be put in there — like a woman MD after
every 2 men MDs in case no woman MD is coming on board organically). All the references
to MD are made by using the male pronoun (e.g., in clause 3,4 and 5 of para 8). The Act
does not include any special committee for women or anti-harassment committee.

STEVTA Service Rules

For reference please see [Annex B]

Rules Review

Predominantly a government organization, the service rules of STEVTA are made on the
same lines. The service rules of STEVTA are also almost on same lines. Following are few
of key observations:

a. There is no mention of female with disabilities or special needs in the selection
committee.

b. All employees, yet to be hired or interviewed are referred with a male pronoun “his
documents”, “he produces” and so on, with a preconceived notion that it has to be He
if not she, while other genders or minorities nor not even referred.

c. No mention of gender-specific contract/ temporary appointments, the need of which
may arise in case of a complicated extended medical leave related to maternity
issues or condition.

d. STEVTA employees are categorized into several key groups in the service rules
including administration/ operation, academics, finance and authority institutes. None
of the category has any mention of minimum mandatory gender balance.

e. There is a notified 5 % quota of employment in any government organization for
women prevalent in all provincial bodies of Sindh. However, the quota was increased
to 15 % by Sindh Government in 2017 (notification attached as Annex F). But neither
it is stated in the service rules of STEVTA nor it is being monitored for compliance.
There have been discussions in power circles of Sindh to increase this quote to 10
and even 15 percent and 15% was even notified but the implementation and
execution is still far from reality. The quota for employment of minorities or people
with disabilities n Sindh still stands at 5 % though.
(https://www.thenews.com.pk/tns/detail/567312-unfinished-agenda-minority-quota
https://www.thenews.com.pk/latest/191681-Bilawal-Bhutto-Sindh-government-
women-quota-government-jobs )

f. Overall, the policies fail to acknowledge the existence of gender differences and how
they impact, men, women, and other genders differently. There is no mention of
Iddat, maternity leaves specifically. By being not explicitly gender-sensitive in the
language of these policies, they are prone to individual interpretation and for several
reasons if the decision-making lies with mostly males, chances are that the policies
tend to be unfavorable to women.

Rules of Business

The Rules of Business (RoB) of STEVTA are derived from the STEVTA Act 2010 but they
lack inclusivity or gender prioritization.

For reference please see Annex C.
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The composition of key committees lacks an analysis through a gender lens. Since most of
key positions in key stakeholders (industry, employers, trade unions, regional managers,
STEVTA senior staff) are male, a representation of female is almost non-existent or
negligible. Same is the case with differently enabled people.

Similarly, clauses that disqualify a committee member are gender-blind. Sexual harassment
being a serious offence, if proven, he/she/other should be disqualified from any decision-
making committee.

Under the power and functions of the committee gender and diversity inclusion within the
organization and its operations should also be brought in periodically in agenda. The
committee should review complaints, their reasons, mechanism to address these and devise
solutions to it. The solutions may range from enhancing an employee powers, allocating and
disbursement fund or relevant human resource decision needed to address the issue.

The rules thus need to be reviewed and modified based on above observations that these
can be gender-balanced.

Gender Mainstreaming

Increase /Enhance Understanding of Gender Mainstreaming

e More gender trainings
e Strengthen Gender / Anti-Harassment Cell
o Gender specific facilities

More gender trainings are needed at all levels in the organization. The trainings should
encompass all aspects ranging from role of men in ensuring the gender mainstreaming to
role of women in claiming their spaces.

The trainings should also focus on fears and pre-conceived notions that many men have
about misuse of harassment laws by women against men. Also, the trainings should clarify
that inclusion and promotion of women within the organization and hierarchies aims to
improve the productivity and efficiency of organization and not otherwise.

An overall training of all employees — including all genders and all regions, on prevailing
national and provincial laws around women and harassment can help.

Empower Gender Cell

Strengthen Gender Committee/ Harassment Cell

The committee has been notified as required by provincial laws [ section 3 of “Protection
Against Harassment of Women at Workplace — PAHWW Act 2010”as well as organizations
commitment towards promoting a conducive environment in January 2020. Headed by
Director MIS, the committee has three members out of which 2 are female including the
secretary of the committee, who must be a female. However, no complaints have been
received so far, which means that no recorded incidents of sexual harassment are reported.
The committee notification is attached as Annex E. Though the current system of handing
complaints is transparent with no issue for any female approaching the concerned
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committee, it is difficult to comprehend that no harassment is faced by women. Many
stakeholders believe that women usually avoid bringing these complaints (unpleasant
events) in notice of an anti-harassment committee as it leaves a negative impression of
complaining female and give gossip and laughing matter for other colleagues.

Strategy Recommendation

Further strengthening of the anti-sexual harassment committee and gender working group/
committee of STEVTA is recommended, in terms of capacity and authority. To improve the
complaints systems, a drop box shall be placed in an accessible and secure place for staff to
share their concerns or complaints anonymously, as whistle Blowing Mechanism. Similar
suggestion is for all the regional offices, to place drop boxes for regional staff. A mechanism
is to be developed to check the drop boxes by a designated official every week, review and
act on all complaints and prepare a management report periodically- preferably on monthly
basis for further necessary action.

The committee should review complaints, their reasons, mechanism to address these and
devise solutions to it. The solutions may range from enhancing an employee powers,
allocating and disbursement funds or relevant human resource decision needed to address
the issues by a fair and transparent process. The committee will then submit its
recommendations / suggestions to Managing Director for execution of decision(s).

Also, more awareness is needed across all regions, principals, teachers and students of all
institutes that they have a committee which can be accessed and reached out in case of any
issue of problem related to gender harassment or even gender specific problem.

Data Reporting

Report Gender Segregated Data

STEVTA is a public organization and there is no strict requirement of a periodic annual
performance report. No such report is presented or monitored at higher levels. However,
most of the performance is based on students graduated, number of active institutes across
all regions, skills provided, jobs placements and industry linkages. Since there is no strict
requirement to separate gender data in such high-level performance meetings, the data is
usually used for convenience. As in when the data of men and women is available its
reported and if not available, it is reported as such. More effort is needed at all levels not
only at STEVTA office but also at regional and college levels to provide all data segregated
by gender.

Report all progress in gender segregated data — for operations, projects, new initiatives and
even proposals. This should be made a part of practice for every meeting, every event, and
any progress report that STEVTA is making.
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Gender Balance — Equal Women representation

Ensure women representation in all cadres

Gender balance is a key element in any organization. The concept of gender balance thus
focuses primarily on equal or at least equal representation of women. For accessing this
organizational structure, hierarchy and strength of staff was analyzed. Sadly, the overall
number of women is much less than that of men, and almost none in management. Also, if
there are women employees in STEVTA, most of these are concentrated in lower cadres of
management. However, the all-girls training institutes do have female principals, many of
these are well reputed for their performance and management.

The case is not only true for its own employees but for also for various critical committees
and board — may be organizational board, industry association, IMCs, HR-boards or ad hoc
committees established to resolve any administrative or management issue of the
organization.

Following is the synopsis of key personnel in STEVTA:

STEVTA Board:

STEVTA Board

Female
10

For details, please see Annex D, as in how skewed the board with male members is.

Current Employees:

Of the current available data there are 78 employees currently employed in STEVTA HQ.
Out of these only 15 are women.
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HQ Employees

Femaile

Male

81%

The grade wise distribution of HQ employees is described below. It can be inferred that
women are mostly concentrated in mid-to low cadres of management.

Grade wise distribution
30
25
20
15

10

%3]

Grade Grade Grade Grade Grade Grade Grade Grade 6 Grade 5 Grade 1
20 19 18 17 16 12 11

m Malz ®Female

In the regions however, the situation is more challenging. Out of 411 currently employed
staff in six regions, only 52 employees are female while 359 are male employees. This
corresponds to social and cultural constraints in rural areas where men are pre-dominantly
responsible for bread earning.
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Regional Employees

Male
VidlE

-2

87%

Recommendations

Increase the women representation in all cadres of the organization. Currently there is a ban
on recruitment in government, however there are many vacant positions that needs to be
filed and women can be encouraged to apply on these positions. It is recommended to
include in the job advertisements that “women are highly encouraged to apply” in all future
job advertisements. A quota of at least 25 % of staff, in all levels of STEVTA, ought to be
fixed for women.

For qualifying women opportunities should be available accordingly instead of following pre-
conceived notions that it is difficult for women to take up challenging management roles.

Gender Specific Facilities

Establish women friendly infrastructure

No functional day-care facility exists in the HQ for female or male employees who have
infant children. Parents mostly mothers have to take their kids to their offices. However, very
few of female training colleges have day care facilities unless this is organized by the
principal of the college at his/her own with help of local staff. No formal funds or policy is in
place so far.

There are separate washrooms for women in HQ but their number is not enough. There is
also a common room for women where they can rest or offer prayer if needed but it often is
over-crowded. The situation at all female colleges is satisfactory but in a few co-ed
institutions female students have to use the staff's washroom or common room. This
discourages females to come to institutes — especially mothers, women with strong religious
values, especially female students who just do not join certain colleges due to such
constrains.
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Equal Access

Ensure an inclusive /access for all approach in all STEVTA offices

Establish a day care center for working women and men with infants and toddlers and
increase women washrooms and rest areas in accordance with the staff strength. A good
ratio is 1 facility per 5-6 persons sets a good bar for maintaining hygienic conditions.

Make buildings accessible for differently enabled people. As a milestone, STEVTA can start
with its own HQ for year 1 and then all regional offices and institutes later as chalked out in
the gender action plan. These include construction of ramps on all stairs, wheel-chair friendly
washrooms, surface mounted tactile floors for blind people, in-office announcement
speakers and so on.

Transparency

Promote open and transparent gender friendly decision-making
environment

Although all the decisions are made on transparency and merit, the role of women in
decision making limited due to their lower or negligible representation in decision making
bodies. For example, there is no single female director in HQ and never in STEVTA’s history
(last 10 years) has there been a woman that led this organization.

The organization seems committed to hire more women in the future. However just
increasing the number of women will not be enough for gender mainstreaming. It is equally
important to complement the process with knowledge building, and skills on gender
integration through trainings and putting in place organizations protocols to make women’s
representation and participation in decision making fora meaningful.

In STEVTA there is no representation of women in decision making as all women are below
director level. To ensure women’s point of view and ensure their voice in key decisions, it is
suggested that key decisions should be routed via a gender working group/ committee and
anti-sexual harassment committee. The gender cell will consolidate feedback point of view
from all female staff and submit its suggestions as in how this decision will affect females in
the office. This will not only ensure transparent decision making but also ensures the
confidence and commitment of female staff towards the organization.

Field Operations

Strengthen Women Institutes/Regional Offices across Sindh

The core business of STEVTA is to manage technical and vocational institutes across Sindh
and it is done through its regional offices in Karachi, Hyderabad, Sukkur, Shaheed
Benazirabad, Mirpur Khas and Larkana. The gender balance, allied facilities at regional
offices, including separate rest rooms for women also need to be improved.
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STEVTA Institutes

The province has 620 registered training institutes, out of which 196 are technical and 424
are vocational institutes®. These institutes are spread all over Sindh. The province has about
7 institutes/centers for every one million females against the national average of 11
institutes.

About 28% of all female accredited TVET institutes (5 out of 18) are in Sindh - concentrated
only in two cities of the province, including Karachi and Hyderabad®

Out of this lot of 620 institutes province-wide, STEVTA manages only 251 public institutes
directly. Out of these 251, only 113 are female only institutes making it 45 % of entire public
institutes as female/all-women institutes in Sindh. The province has been administratively
divided by the TEVTA into five regions: Karachi, Hyderabad, Mirpurkhas, Sukkur and
Larkana. In each region, a directorate has been setup which looks after the matters related
to TEVTA activities in its respective region.

Region-wise distribution of women campuses in Sindh (No. of Institutes)

Total
Region GCTs GPlI GMI GIBCEs VTIs VICs GVls GVS (Region)
Karachi 3 12 08 05 03 12 04 06 53
Hyderabad 1 07 10 11 02 14 02 19 66
Sukkur 0 04 04 06 01 02 02 10 29
Shaheed 1 02 07 07 06 02 16 41
Benazirabad
Mirpurkhas 02 01 04 05 01 03 16
Larkana 1 03 06 07 01 09 03 16 46
Total 6 30 36 40 07 48 14 70 251

Institutes - Gender wise

Female
45%

Male

55%

Gender-wise distribution of public institutes in Sindh (No. of Institutes)

8 Skills Gap Analysis Sindh, 2018, available at http://tvetreform.org.pk/wp-
content/uploads/downloads/governance/Skill%20Gap%20Analysis%20(Sindh).pdf
9 http://navttc.org/?page_id=971
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Region Female Male Total (Region)
Karachi 23 30 53

Hyderabad 31 35 66

Sukkur 13 16 29

Shaheed Benazirabad 21 20 41

Mirpurkhas 05 11 16

Larkana 20 26 46

Total 113 138 251

The share of female enrolment in the technical institutes is very low (i.e., 5%). However, it is
much better (i.e., 40%) in the vocational institutes®®. Besides, it should be kept in view that
about 30% of the female students enrolled in the vocational institutes, as reported by the
institute, fall in the category of repeat cases i.e., after completing training in one trade, they
join another. Enrolment dominates in three categories of training: dress making and fashion
designing, beautician and skin care, and IT and office management. Although, female
enrolment in non-conventional trades such as AutoCAD is picking up, however, training
opportunities as well as enroliment for women in non-conventional trades are very limited.

Key Guiding Principles for STEVTA Gender Strategy

The core basis of STEVTA gender mainstreaming strategy is based on the outcome of
guestionnaires from all cadres of STEVTA staff, focus group discussions with relevant
stakeholders, global/national best practices and local context.

Gender
friendly
infrastructur
e

Transpar
ency

Gender Gender Gender Better
Segregated Balance Readiness Understan

Reporting Strategic at Grass ding of
Documents root Gender

Equal Gender
Equal Women Friendly
Access Representa Leadership/
tion Vision

10 Skill Gaps Analysis - Sindh, 2018
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Institutes Situation

Data and group discussions reveal that skewing of female students in some stereotype
professions is high such as cooking, baking, garments, food preservation, stitching. A
respondent told that admissions demand of women pre-December for vocational courses
like cooking, stitching and beauty courses becomes very high — as after that they need to get
married.

However, enroliment of women is very low in technical like engineering B-Tech civil,
mechanical, electrical, field work etc. Women usually do not apply for such courses because
of social and cultural barriers. Inappropriate locations and a male dominated environment of
technical labour markets, more interaction with unknown men, lack of transport, safety and
security facilities are all factors that contribute to this lower enroliment.

A female technical professional e.g., cannot even put up a banner or setup a stall outside
her home for her small technical business, due to social taboos. In addition, if there are less
women in a field, they generally feel uncomfortable among men.

Females are usually encouraged by their family to pick only those fields where jobs can be
performed from their own home. That is why many adopt stitching, beauty as they can save,
earn, and stay at home, without any travel/transport concerns.

Parents also do not want to send their girls to institutes far from their homes having co-
education. Many females do not even want to choose practical professions complying to
family and social norms. They tend to learn skills only for being qualified and not for
employment opportunities.

Men can play a significant role to encourage women acquire skills and knowledge in new
and none conventional trades in TVET in our society. The concept of honor and dignity of
families are heavily associated with women and their mobility, this needs to be changed by
involving male champions and supporter from the communities.

Safety and security (including possible harassment during travel or else) are an important
consideration, too. Parents only send their girls to institutes after a lot of research about the
reputation of these institutes, so generally young women feel safe there. Location and
environment of institutes matter as well.

Ground level awareness at institution level on gender awareness/mainstreaming is very
important. The strategies below are focused on how to address the situation in institutes.

All Female Staff at institutes in rural areas to encourage
female enrolment

Female institutes may have all women from ground to top in the staff to increase
trust of parents sending their daughters to these institutes. Cultural and social issues
in rural areas do not allow or feel appropriate about women in co-ed institutions. This

will also complement the overall gender strategy goals of STEVTA to encourage
employment of women in all regional offices.

Gender readiness of all institutes
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Institutes need to provide conducive learning environment for women. These include
safety and security, safe transport, better access to reach institutes, separate female
washroom and common room for females. The minimum criteria should be setup for
each institute KPIs, may be referred as gender readiness. STEVTA can plan a 2-3
year plan to ensure this in all institutes if an immediate upgrade is not possible, due
to current resource constraints.

Establish and develop more women enterprise center/
buffer/incubator zones

It is very difficult for a woman in a rural setup to start her shop/small business
outside her own home or in a technical market which is dominated by several
uneducated and illiterate unknown men. Chances that she/they will be harassed are
very high. To avoid such trouble their families do not allow them to start at their own.
The issue is not much different even in some bigger cities.

The solution is to setup more centers like VTI buffer zone (women — incubation
zones) in Karachi that give space to women. These buffer zones with running
industrial machinery, power, office, and allied equipment should be already set up to
start work after training. Most of the women just work there and take up certain
commission of the business earned by that industrial setup. This tends to resolve
most of the social and logistical issue.

Media campaigns in regions to encourage women join non-
traditional/professional fields

Mass media campaigns for engaging women in technical education are needed. This will
raise awareness among parents and the society in general about new career opportunities
for women. There is dire need to propagate female success stories, audio/video/others on
websites, social media, local radio channels etc. These real time stories via regional media
channels will motivate and encourage more women to break stereotypes.

Career counselling and Community Mobilization to encourage
females and their families

Career counselling and character building/ethics for all genders is very important. TVET
colleges can also go for orientation to local girls’ and boys’ schools /colleges to guide them
on technical education and its benefits. Community mobilization by interacting with families
of female students also helps. If parents are guaranteed about safety, transport, conducive
environment, work facility, girls tend to complete the courses. To achieve this, development
partners on the ground can be engaged that includes local and international NGOs, donors
etc.

GENDER MAINSTREAMING STRATEGY SINDH TEVTA [



TVET SECTOR SUPPORT PROGRAMME

Develop women-centric industry collaborations

The work industry that employees these women also needs to pick up. Using industrial
relations messages should be spread by STEVTA in private sector to enable conducive
environment for working women such as separate washrooms, rest areas, pick and drop etc.
STEVTA needs to develop strong ties with industries which provide women friendly work
environment. There is also a need to increase female representation in industrial
organizations. STEVTA can enter into mutual collaborations with such employers with a
higher ratio of female in their organization to further the cause. STEVTA gender cell may
have an additional staff / team member to work on this.

Setup gender-readiness criteria before institute formal
accreditation of institutes

NAVTTC has a regulatory and monitoring role in ensuring that institutes work as per
standard national guidelines and approved curricula. NAVTTC also issues accreditation of
the institutes after ensuring the compliance with the required Key Performance Indicators-
KPI.

No female/co-ed institute should be given accreditation unless they comply with needed
gender reforms. This includes that equal or more than half of tutors /instructors should be
female. Separate rest rooms for women, prayers area and washrooms for women and
preferably a day care facility. Once an institute complies with such a gender readiness
requirement, only then it shall be formally accredited.
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Gender Action Plan

Eventually all the above suggestions need to be translated into an executable gender action
plan, allocate corresponding funding and ensure monitoring and evaluation of this plan.
Monitoring and evaluation plans at STEVTA are not formal and gender is not monitored.
However, once a gender action plan is set up, it should be included in the organization
strategic agenda. This may be ambitious for STEVTA at this point of time but in a year or two
down the road, a gender plan can become a part of overall STEVTA future goals and
objectives.

It is suggested that STEVTA management defines and notifies a gender task force,
comprising of key staff. The task force should have 75 percent women representation and

headed by the MD STEVTA. The task force should be assigned budget and be responsible
for executing the following suggested gender action plan.

Gender Action Plan for STEVTA (3-5 years)

Key Objective: Increase women representation across the board at STEVTA

Duration (Time-

Strategy Work Modalities Outcome / Impact Line)/Resources
Ensure gender balance | -Fix a quota for women | 25 % women | 3-5 years
in all cadres in all jobs representation and | To be implemented

- All key decision-making | improved gender ratio | by:

bodies have at least 25 | across the organization | -STEVTA MD

% women representation - Gender Taskforce

- Board composition to -STEVTA HQ

be gender-balanced

- STEVTA Regional
Offices

Ensure women friendly | STEVTA HQ have | 1 washroom and prayer | STEVTA Gender
infrastructure and | ample female | area for every 6 females | Taskforce
environment washrooms, female rest

room / prayer area, day- | 1 daycare for every 8 | STEVTA

care center and ramps/ | married women or men | Management

wheelchair access with kids

-STEVTA Regional

offices have all above

women-friendly facilities

Institutes have above

facilities and transport STEVTA MD

provision for all female
teachers and students

Gender Taskforce
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Duration (Time-

Strategy Work Modalities Outcome / Impact Line)/Resources
working in  evening
duties
Strengthen gender cell | Arrange at least one | Increase support and
gender sensitization | understanding of
training every six | gender.
months. STEVTA MD

Include gender cell in all
key decision-making
bodies to ensure women
representation.

Revisit women working
conditions in regular task
force meetings.

Develop anonymous
gender complaint box
and distribute these
boxes in all regions and
eventually to colleges.

Increase in complaints
and issues resolution

Gender Taskforce
STEVTA Board

Women-friendly Establish VTl women | Spread Industrial zones
industrial collaboration | incubation zones - | to at least 5 in next 5
and entrepreneurship | increase its number in | years — 1 each year. STEVTA
centers Karachi, Management
Establish 5  similar | Gender Taskforce
Establish 1 in each | zones one in each | Head Regional
regional office. regional office over next | Offices and
3 years in collaboration | principals
MoUs with | with industry
industry/chambers to
hire TVET females (5)
Women centric | 6 yearly media | Execute 6 media | Media and
Advocacy (media | campaigns in rural Sindh | campaigns targeting all | Communications
campaigns, counselling, | to encourage women | regions —  improve | Consultant
and community | participate in  TVET | awareness of women
mobilization) careers — one in each | participation in | STEVTA Gender
region each year. nontraditional fields. Task force
6 yearly community | Behavioral change of | STEVTA
mobilization and | parents, girls, and local | Management
counselling drives influencers
Institute Principals
Ensure institutes are | No new female /co-ed | All female co-ed | NAVTTC/NAVTTC
women-friendly institute ought to be | institutes are upgraded | Sindh
(accredit only those | given its accreditation | in next 3-5 years
institutes who have all | unless it is gender STEVTA Board
minimum facilities for | friendly
women) 30% infrastructure to be
All female/co-ed | upgraded till December
institutes to establish | 2022
women friendly
environment by year
2024
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Strategy

Work Modalities

Outcome / Impact

Duration (Time-
Line)/Resources

All institutes must have
female/male washroom
and prayer room before
given registration for
institute  establishment
and add mandatory
clause in accreditation.

Revised Admission and
enrollment criteria to
increase female access
in labor market

Revised admission
policy and make
mandatory enrolment of
at least 25% females in
non-traditional course

Run as pilot project in 2
institutes in all 6 regions
both male and female
vocational and technical
intuitions.

More employment
opportunities  will  be
created for females in
Pakistan and Overseas.

STEVTA
Management

STEVTA Academics
& Training
Department

1-2 years
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The more you invest in the female or
any gender, the more they will come
forward as key players in society. It’s

It is evident from the progress of many
institutes that women leadership is
extremely effective. Many of our
institutes where principals are female,
their enroliment has increased,
attendance is more than 80 %, student
pass out results have improved with
better industry and parent confidence.

The change will take time. Not all girls
after technical trainings and diplomas
used to opt for jobs but now several of
them have started working industry
especially in garments and food
industry.
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Annex A

Gender  Assessment Framework used for FGDs
/Questionnaires.

| LO Framework

Sr. Lens for
analysis

1. Policy

2. Procedures

3. Practice

4, Personnel

5. Programme/
Project

Organizational Factors

Gender equality/ Mainstreaming Policy

Personnel/ HR policy pro-actively promoting gender balance

Decision-making processes

Information and knowledge management

Women, men and family-friendly work environment

Organizational culture and infrastructure

Gender balance of the department in general, management, staff

Existing gender expertise and strategy for building gender competence

Knowledge, technical capacity and resources to address gender equality issues

Organization’s mainstreamed strategy on gender equality as reflected in audited
unit’s objectives, programme and budget

M & E systems

Mainstreaming of gender equality in the implementation of programmes and
technical cooperation activities
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Resource availability and mobilization for gender programming

Awareness and responsiveness to current national/ international gender issues and
debate

Linkages and collaboration with gender equality / women-focused organizations

and activists
Institutional Mechanism

Overarching  Constraints, opportunities and strategies
issues

Support needed

Projection of Image

This framework has been adapted from: ILO’s general Audit Manual

(CENACT Guidelines for Organizational Gender Equality Assessment
http://imww.egyptpsu.com/Cida/UserFiles/Image/PDF/Gender/Methodology%20and%20framework/ CENACT%20Guidelines%20
for%200rganizational%20GE%20Assessment.pdf)
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InterAction Framework

GENDER INTEGRAL FRAMEWORK

POLITICAL WILL

Top-level leadership/managers (publicly) support the issue of gender equality and follow up on its
implementation. Reflects in staff time and financial resources, institutionalised policies and procedures to
mainstream gender, e.g. gender policy, budget allocations, show public support in speeches and written
communication, etc.

TECHNICAL CAPACITY ORGANZIATIONAL CULTURE ACCOUNTABILITY

Staff skills in gender analysis. Gender balanced staff and “Shows if we are walking the talk”
governance structure.

Adoption of systems for gender Equal valuing of women and menin Set and assess annual targets for
disaggregated data. the workplace. implementation of gender strategy.

Development of gender-sensitive Patterns of behavior and codes in Incentives and rewards.
tools and procedures. organisations.
Gender equality as part of job
descriptions, work plans, and
Communication on gender equality.  Performance assessment.
Adopted from InterAction’s Commission on the Advancement of Women
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Annex B

Some Excerpts from STEVTA Act

- =—— CEy7A - s&o.av/n./ﬂj

EXTRAORDINARY Registéred No. M324

\ The Sindh Government Gasefte

Published by Authority
KARACHI MONDAY MARCH 5, 2012 .

PART:I

GOVERNMENT OF SINDIL p
CIIEE MINISTER'S SHOCRNTARIAT

Man b
Karactl duted the AJ:_ \escian 2312

NO Soﬂ{(ms l‘""wﬂ i In exerciss of e pawen conferred

vy section 22 of the Sindh Technieal [dtcatica and Votslwnal
Trainiog Asthority Act, 2009, thy Gevemmeont of Sinth ser plesscd
make e followlag nules, samelyis, 3
[ | {1} These rules may be called ®e Sisdh  Technical Shart M,
Iiducation and Vesaticna! Trainity Autory Employoes commepcrmest

fApgoimment, I'mmation sad Tranafer) Rules, 012 sed applizatiun.

(2} They shall come o force st ence.

11 Ihey shall spply to oll employess wherever they may te. bat
shall net apply Lo caseal o work-charged stafl.

2 (1) latheye pules, undess there it eaything repugnant in e wabjor  Defisivam.

2
ur comext

{0) A&t maeany the Sindh Technical Education'sed Vectionl
Traming Autherity AcL2009,

i) “Appendin” means the Appendin w thexe 1ules,

(0} “appoiming waharily™ I rriasn 0 A& pesl ey e
Avthanity mattloned in rule 5

() “base pay scale’ nzans scale of pay m which a post we
group of poats i placed,

(¢) Vo™ means &a Thssard of Glovernon comsmded under the

Aut
S (1) € hasrpurusn” e e ¢ Tt sonn ul (e Avthiiivy

(g) weirat appolnunenl™ INeas an appoitemerd wf o uly
qealelid pernn maie agunn peritmnert ol fn 8 ol
palod, in sccontwace with ®e presctibed mwtleal of
erabimont,

(W) “wnglayec™ tmant Ay emglayer of T Authoriy

(1 Usvernment” suany e Clovenrment 0f S,

Lodv- 157 Fxt- 122 (6M) Peice s, $0.00
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I TNESINDI GOV, GAZETLY. EXT.MARCIL 5,202 PART:L

() Appoinmment by peomotion shall be made on the basly of
senleeity-cutiv fitmess, but fa the case of Sclecyon sl the promatbon
will he madks on Whie hasls ol morit

'rovidesd that no prowvotion ou regular basis shall be made 1o
posts in Ihasic Pay Seales 18 and above unbess the officer suecomed
hes compleied ssch minimeen length of service as specifiod by
Gavermiment

(3) An employec decliniog o avail the berelt of aeder of his heat
peomation shall sat be considered for puch lon for the aeat Four [ ' a

years [rom the date of mch onler aad by shall stand superseded
permanenity on his foreguing such promet |7 for second time

14, (1) Appoiskment by transler shall be made on & tenure busdy for the  Appalntmest iy
period specified by the appointing swthority which may, from time to  tramlfer,
lime, i meceamary, be eviendad

(23 Vo appunnntang wuithurity may roputriose 1he vilicer apgeiiniad
by transfer 1o his parest depariment or oﬂwnl post even hefure the
expiry ol the period of his ienuse,

PART-V
CONTRACT AND TEMPORARY APPOINTMENTS

15 (1) When the sppointing authority considers it 10 b In the publee  Coatrit
Imsrust W W1 e @ past falling wishin te puniew of the Sclectan Appaisimont,
Comimgey on wgenl busls, & may procoed 10 (U1 in such post an

soniract basis for a period not excesding ome year:

Provided that thy Astharicy sy, iF it considery novessa) m
e public inscrest. roguliarize 1 sorvices of the cmplvy e nppusviod
0 coniraet hatis who possesses (e gualifications peoseribed T sl
st anuld his perfpemance is satlsfacsary

12) (e porsts shall be advertised and the provbibey Ll dowa tor
initial eppai shall he fall 4

{J) Temporary posts falling within the purview of the Promanion o
Sclection Cuinmities and occurring as o ressh of eremion of temporary
posts for o pericd not exceeding twebve montha may be filled by 1he
appointaeg suthardy otberwise than throegh he pramation or Selection
Commitsce ont & purcly temporary basls afler sdventising he pody

16 Any porson holding sy post i the Autharlty imssedistely betore  Swving.
the toming info forve af these rules shall comtinue in service and be 1"'
Uocmed 10 have beea appaaniad In sccondance with thess rakes

PART.VI
REMUNERATION AND OTIHER
FACILITIES TO THE STAFY

7. (1) The officers and saall mppoinied in the Authorily may he Remuneralion sad
pranted such sdditional remunceation and apeclal allownnees in o siher Tacilities of
eddition 1 the salary and allowances adimissible W Crvernment e staff of
servants working (o the same pey scalc o3 the Board niay determing Aursselly

from lime 10 time

2) Tha oificers sod seall of the Awnhority shall ba enmithed for such .
leave, Medical Faclity, Travelling Allawance, Dully Allowaesr,
Genetal Frovident Fund, Penslon snd Cratuity e sny olhier benellt ba
scowilanes wilh e eder sppllatilc o el Clivenssent
emphyees
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125 THE SINDH GOVT. GAZETTE EXT. APR, 20,2010 PART-1V

(vii) to monitor and evaluate technical education
and vocational training programs in terms of
their effectiveness and ability to cater to
market needs and facilitation of skilled
manpower in the Province;

{viii) to facilitate public private collaborations for
furtherance of technical education and
vocational training;

(ix) to make provisions for mandatory practical
training for the students of poly-technic, mono-
technic, trainee of vocational training centers
and colleges of technologies in the industry; and
to do other acts necessary for carrying out the

purpose of this Act.
CHAPTER-111
Management and Administration of the
Authority
Constitution 5) (1) The general directions, all matters of
of the policy and administration of the Authority and
Board its affairs shall vest in a Board which may

exercise all powers, perform all functions and
do all acts and things which may be
exercised, performed or done by  the

Authority.

(2) The Board shall comprise of the
following:-

(a) Minister, Sindh Technical Chairperson
Education and Vocational
Training Authority.
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14 LUEBISDU GOV, GALEL I LKL AVIL I 2900

) Ty Members A the  Ipembers
Prippnadal fysemily 1y bLe
whented by Wie pssembly oy
e members  snd e
i persipn shall Joee
dppnted by the
Gragermnme,

ll) Serrelary ol the JAember
Ll ratiie Depariment

() Secretary, lahour, Member
Indistries

le)  Secretary Hnance Member

(f)  Secretary  Fducation  and IMember
Literacy,

(g)  Secretary  Social  Wellare Member
Department

(h)  Secretary Information Member
lechnalogy Department

(i)  Chairman Sindh Board of Member
fechnical Fducation

() Twn representatives from Member
Industrialists community

(k) A representative from the Member
Agriculturists,

() Representative  from fhe Member

Mahran — University — of
Engineering and
Tachnology,
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202000 FARI:LY

(m)  Representative  of  the Member
Commlssion,

(n)  Managing Director, Member

(3) The  Managing  Director  shall  act  as gt
Secretary of the board; No d'W/ A%
J b &7
(4) The representative from the Industry and l"]w Jy A,
agriculture  shall be broad based and ( R '
nominated by Government In consultation with V "b / r ‘L.J""

various representatives bodies of business, ¢
agriculture and Industry In the private sector ,(,«v"" }j
who have experience In the area of technical }J
education, agriculture and vocational training; % 7

(5) A member appointed from the private sector
shall hold office at the pleasure of Government /
initially for a period of three years on such
terms and conditions as government may
determine but no such member shall be
removed unless a complaint in writing is made
by the Board and the member concerned is
afforded on opportunity of being heard,

(6) A member from the private sector may, by
writing in his hand addressed to Government,
resign his office.

b/
o ]

28

oy

(7) The Board In the discharge of its functions shall
be guided by such directions as Government may
give to it from time to time.

6. (1) The meeting of the Board shall be regulated Meetings of
by regulations but until regulations are framed the Board.
the meetings shall be held as and when required
by the Chalrperson or In his absence Vice-

Chalrperson at the time and place as the
Chalrperson may determine; provided that the
meeting shall be held once In a quarter,
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130 THE SINDH GOVT. GAZETTE EXT. APIR, 20,2010 PART-IV

context of managing human resources,
financial management, and program
implementation and may additionally have
technical understanding of demands of
industry and market in terms of manpower

skills and competence.

(3) The Managing Director shall be paid such }\t}’
salary and allowances as may be determined 77 )

by the Government but his_ salary and
allowances shall not bévaried to his

disadvantage during the term of his office.

(4) The Managing Director shall have a term of
three years and shall be eligible for
reappointment for more than one term on the
basis of his performance; provided that the
Government on a complaint regarding the
performance of the Managing Director of
otherwise reduce his term or as the case may

be terminate his services. /I . T,

—
a—

(5) The Managing Director may, at any time, on
two months notice, resign his office by writing / I’\ﬂf’?/

under his hand addressed tothe Chairperson.

9. The Managing Director shall have power and Power of the

responsibility to- Managing
Director

(a) exercise administrative control over the
day to day functioning of the Authority,
including  management, financial
management, human resource
management and management of
academic affairs;

(b)run the affairs of the Authority for
attaining the objectives of the Authority
through the executive tier placed under
therein;
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131 THE SINDH GOVT, GAZETTE EXT. AI'R, 20, 2010 PART-IV

(c) Prepare the annual report of the
Authority for placing before the Board;

(d)Perform such functions and exercise
such power as the Board may delegate
to‘h\_lr‘n;and 7

(e) Act on behalf of the Authority, in any
emergency, subject to the obligation to
report such action to the Board at its
next meeting and to seek the Board’s
ratification of any action so taken.

Organization 10. There shall be established a fully fledged
al tier. organizational tier of the Authority under the
Managing Director in such manner and with
such functions as may be prescribed by

regulations. M

Committees 11. The Board may set up such administrative %J!l
for the efficient _,ﬂﬂ”?]
7l

and technical committees
performance of its functions as may be necessary
and entrust to the committees such functions as it

may consider necessary.

CHAPTER-II
Establishment of the Authority

Fund 12. (1) There shall be a fund to be known as the
sindh Technical Education and Vocational
Training  Authority  (STEVTA) Fund and
shall vest in the Authority with powers to
manage and operate it.

(2) All receipts of the Authority from any source
whatsoever Including annual grants from
the Government shall be credited to the

fund.

(3) Government shall provide annual grants to
the Authorlty for carrying out the purposes
of this Act.
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Annex C. STEVTA Business Rules

Sindh Technical Edocation And Vocatienal Traiming Authority ) Tt shall e Olsirpernos
"“a.m . m&h‘lm
-hlaydnum'p-mgu-
¥ Comenittee F:mmu(hzﬂawm
(Conduct Of Business) emphon e assciatiom
Rules 2015 il m o ol e Mentes
1 Shert tithe and commencement (1) These Fules may bo including & wistian mhw’ (]
called the Sindh Technical Edocation and Vecwiimal by Saighorers Fodertion of J‘ bt
T'ﬂla“ v bastitute Fabaatan of hacal Empioyer -
(Condact of businews) Rudes 2015 aweculion y r
() These Rudes shall come imao farce oo sk dae s » ""‘"ﬂ'ﬁm"% e
Government may by notilication m the aitiisl parese or trom amongst the woeber
ey, of e Jocal Indwry
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.‘.ﬂh"ﬂdw.&“ﬂ&.u__/ﬁ ’ mmuu«u-—.uh
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Annex D

STEVTA Board Composition

GOVERNMENT OF SINDH
Sindh Technical Education &

Vocational Training Authority (STEVTA)
ST-19, Block 6, Gulshan-e-Igbal, Karachi
Ph: 021-99244113-17 Fax # 021-99244118

No: STEVTA/MD /BoG/ Dated: 18" Mar, 2020

HELD ON 18 FEB, 2020
26" meeting of Sindh TEVTA Board was held on 18% Feb 2020 at 11:00 am in the

conference room of STEVTA HQs, Karachi under the chairmanship of Mr. Saleem Raza Jalbani,
Chairperson, Sindh TEVTA. Following members attended the meeting:

SNo Name Designation Organization
1| Mr. Saleem Raza Jalbani Chairperson | Sindh TEVTA !
2 | Dr. Waseem Shamshad Ali Mombor / Managing Director, Sindh TEVTA
Secretary
Representative from [nformation
3 :‘l;d’;?\u Bakar Ahmed Member Social Welfare Department,
’ Govt. of Sindh —
Representative from universitics &
4+ | Mr. Asadullah Abro Member Board, Department,
0 Govt. of Sindh
A Representative from Information
© 5 | Mr, Ather Hussain Baloch Member Technology & Science Department,
Liavy of Sindh it
Chairman
)\"Y / é: | Dr.Masroor Ahmcd Momber Sindh Hoard of Technical Education
g-«'- Representative from Mehran
7 | Dr. Abdul Sami Qureshi Member University of Engincering &
| Technology, Jamshoro
' f M' Johail WajuhatH Member Representative from Industry
Blllct 1L R STPSEPRENPS Y i it R s sl by gt ST
Representative from School
‘ 9 Dr, Fouzia Khan Member liducation Department,
| Govt. of Sindh
. ; Representative
l_ 19 M Aomcin ’ = _Mcmbcr Finance, Department, Govl. of Sindh
2 The meeting started with the recitation rom the Holy Quran. The Chairperson STEVTA

in his opening remarks welcomed the participants and thanked them for sparing their
voluable ume from their busy schedule.

3 Managing Dicector STEVTA presented the implementation status of decisions nude in
25" meeting of STEVTA Board held on 25 Oct 2019, He informed that the matter of deceased
quota appeintment was lorwarded to SGA&CD / Law Department as decided by Board.
Accardingly, Law Department endorsed appointments under deceased quota and lound no
impediments o release ol salaries 10 the appointees. SGAKCD desired 10 proceed into the
matter an accordance with policy / rules. He further apprised that since, all procedural
requirements were already completed / approved by Board helog, appainting Authorty,
thoretore, salary Jor the manth ol Jan 2020 1s seleasead, The Board aller throupgh discussion

contirmed the minutes of 28 meetmy of STEVTA Board.
'
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Annex E

Notification Gender Committee

/I / } 7 i /"/l-r
Wowse }12200%m%
////., Lt fadd” "A/

GOVERNMENT OF SINDH
sindh Technical Education &

Vocational Training Authority (STEVTA)
$T-19, Block 6, Gulshan-e-Iqbal, Karachi

NOTIFICATION

No: STEVTA/HQ/Admin/HC/ 38 , dated: 22-01-2020: In accordance with section 3 of
’Pr;nemon Against Harassment of Women at Workplace (PAHWW) Act, 20107, following

Inquiry Committee is hereby constituted with immediate effect:

1) Dr.Syed Muhammad Saleh Shah, Chalrperson
Director (MIS)

2) Dr.Lubna Mahmood Rizvi, Member / Secretary
Deputy Director (H&H)

3) Ms Farheen Fatima, Member
Assistant DP

A The Inquiry Committee shall have the powers to:

3) Inquire into matters of harassment

b) summon and enforce attendance of any person and examine him on oath;

¢) require discovery and production of any document and electronic gadgets;

¢€) receive and record evidence on affidavits;

e} get complainant or accused medically examined by an authorized doctor and may
recommend appropriate penalty under PAHWW Act, 2010;

f) recommend to Ombudsman for appropriate action against complainant if allegations leveled
against accused are found to be false and made with mala fide intentions;

g) imstruct to treat the proceedings confidential,

B. Terms of Reference of Inquiry Committee
& Tomeeton regular basis and monitor the situation regularly until they are satisfied that their
recommendations (subject to decision of Competent Authority and Appellate Authority) have

been implemented;
b To submit monthly report to Competent Authority and Ombudsman Protection against
Harassment of Women at Workplace, Sindh. )
lul H
DR. WASEEM SHAMSHAD ALI (PAS)
MANAGING DIRECTOR
QRCULATION

; ) Directors (All} STEVTA HQs, Karachi

3; zﬁ:;z srr).zmm STEVTA (Karachl/ Hyderabad/ Mirpurkhas/ SBA/ Sukkur/ Larkana)

s VTA Institutes / Ofices (GCT/ GPI/ GMI/ GIBCE/ VT)/ VTC / GVS / 5T1 / €CPC)
dsman Protection Against Harassment of Women at Waorkplace, Sindh, Karachi

5) PSto Secretary Universities & o
rds, Government of Sindh, K
€) PS o Chairperson STEVTA, Karachi " -
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Annex F

Sindh Government Notification of Women Quota

NO.SORI{SGARCD)2-1/94 (¥on Grita)
GOVERNMENT OF SINDH
SERVICES, GENERAL ADMINISTRATION &
COORDINATION DEPARTMENT
(REGULATIONS WING)

Karachi, dated the 8" March, 2017

To,
1) The Chairman, Planning & Development Board, Sindh, Farachi,
2) The Senior Member, Board of Revenue Sindh, Hyderabad,
\3Y The Administrative Secretaries (All) Government of Sindh
Al dte \\.«\, i) The Chairman, Enquiries & Anti-Corruplion Establishment, SGA&CD.
‘B"‘\\’( 3) The Chairman, Chief Minister's Inspection, Evaluation and Implementation
R Team.

i) The Registrar, High Court of Sindh, Karachi.

7) All Divisional Commissioners/Deputy Commissioners in Sindh.
5) The Secretary, Provincial Assembly of Sindh, Karachi.

%) The Registrar, Sindh Service Tribunal, Karachi.

10) The Secretary, Sindh Public Service Commission, Hyderabad.

Supject:  ENHANCEMENT OF WOMEN QUOTA FROM 05% TO_15% FOR
VERNN

E RT

1 am directed to refer to to the subject noted above and to state that it has
been decided by the Government of Sindh to increase/enhance the women quota In &l the
Government jobs to be filled in by initial appointment from 5% to 15%, with immediate

effect.
5 The reservation shall, however, not apply ta:-
i, Recruitment made by promotion or transfer in accordance with the
relevant rules;
ii.  Short term vacancies likely to last for less than six months;
I iil.  Isolated posts in which vacancies occur only occasionally;
9| = iv.  Services in which separate female cadres already exist .
(7] o >
g 3. It is requested to kindly bring the above instructions to the notice of all
& 1 concerned under your administrative control and ensure the compliance while making future
: , - recruitment. B
B wnge 117
.::: = ( ABDUL WAJID KHAN )
sz i_. ADDITIONAL SECRETARY (REGULATION)
L2 — o
No.SORI(SGABCD)2-1/94 (Wmen Q) Karachi, dated the 8% March, 2017

A copy Is forwarded to the Superintendent, Sindh Government Printin Pri v
) ess, Karacl
with a request to publish the same in the next Issue of the Sindh Govemmcgm Gazcn: n::;
| supply 300 ceples thereof to this Department. A

ut e

(MUSADDIQUE MEMON)

SECTION OFFICER (REGULATION-I)
Contd.........P/2
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Annex G

Attendance sheet of key focus group discussion

o For: FGD with Training Ins
é D [T Hald at: STEVTA HQ - Kare
RS L A HONWECIAN EMBARSY v_’:::*__’:

s On: 22.0ctobor-2020
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Kindly nota that contacl detalis, photograph/videos and commanis st this avant may be used in oll types of alectronic or
for our Internal and sxternal communication. If you disagree pleasa inform the TVET S8P focal person for the avent

For: FGD with B1TEVIEA an
Hlold at: STEVTA 11Q - 1<ar
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" el
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- O 21 0O0tobor- 2020
e— Chandor
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