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FOREWORD

The Royal Government of Bhutan remains steadfast in its commitment to advancing gender 
equality in all aspects of public life, in alignment with the nation’s constitutional principles 

and its obligations under international frameworks, including the Convention on the Elimination 
of All Forms of Discrimination Against Women (CEDAW), the 2030 Agenda for Sustainable 
Development, and the Beijing Declaration and Platform for Action. The National Gender Equality 
Policy (NGEP) 2020 envisions a society where substantive equality is practiced, ensuring that all 
individuals, regardless of gender, have equitable opportunities to achieve their full potential and 
contribute to Bhutan’s social, economic, and political development.

This  Action Plan to promote Gender Equality in Public Administration marks a significant milestone 
in Bhutan’s efforts to enhance women’s representation and leadership across public institutions 
at both national and subnational levels. Developed within the framework of the project, “Building 
Capacities for Promoting the Presence and Leadership of Women within Public Institutions,” the 
plan has been developed with support from the United Nations Department of Economic and 
Social Affairs (UN DESA) and United Nations Development Programme (UNDP) with financial 
support from the Government of Italy. The findings from the 2023 national review of gender-
based participation in public administration serve as the foundation for this action plan. It outlines 
strategic interventions aimed at eliminating institutional barriers, promoting gender parity, and 
promoting women’s leadership in public administration. These initiatives are not only vital for 
achieving gender equality but are also essential for enhancing the effectiveness, responsiveness, 
and inclusivity of governance in Bhutan. The alignment of this action plan with Bhutan’s 13th Five-
Year Plan (2024-2029) emphasizes its centrality to the nation’s long-term development agenda.

The successful formulation of this action plan is a result of the dedicated efforts of multiple 
stakeholders. I extend my sincere appreciation to the National Commission for Women and 
Children (NCWC) Secretariat for their leadership in this endeavor, as well as to UNDP, UN DESA 
and the Royal Civil Service Commission (RCSC) for their invaluable support. I would also like to 
acknowledge the input and collaboration of various national stakeholders who contributed their 
expertise and insights to shape this action plan.

As we move forward with the implementation of this action plan, the Royal Government of 
Bhutan reaffirms its dedication to promoting a public administration that is gender-inclusive, 
equitable, and capable of delivering enhanced outcomes for all citizens. We are confident that 
by empowering women to take up leadership roles in public institutions, we will pave the way for 
more representative and effective governance, advancing Bhutan’s vision of a just and equitable 
society.

Kesang Deki
Cabinet Secretary/ Chairperson to NCWC
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Women leadership in public institutions, especially in decision-making roles is crucial for 
effective, inclusive, and accountable public policy making and service delivery. Yet, the 

presence of women leadership in the public administration remains insignificant not only in 
Bhutan but worldwide, undermining the development policies and services that reflect the needs 
of all members of society.

At the United Nations Development Programme (UNDP), gender equality remains central to 
our support to countries to achieve the Sustainable Development Goals (SDGs). Gender-equal 
governance is particularly essential for achieving SDG 5, which seeks to empower all women and 
girls.

The Action Plan to Promote Gender Equality in Public Administration, a joint initiative led by the 
National Commission for Women and Children (NCWC) with support from UNDP and the United 
Nations Department of Economic and Social Affairs (UN DESA) represents a significant milestone 
in the Royal Government of Bhutan’s efforts to close gender gaps in the Bhutanese public service. 

The Action Plan outlines strategic interventions to promote women’s presence and leadership 
across critical areas of policy and institutional frameworks, human resource policies and practices, 
and evidence and data. 

UNDP remains committed to continuing our partnership with the Royal Government to support 
successful implementation of the action plan and bring about transformative changes in the civil 
service that help realize both national and international gender equality goals.

Tashi Delek!

Mohammad Younus
Resident Representative
UNDP

FOREWORD 
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Fostering women’s leadership in public institutions is a critical step toward achieving gender 
equality, as outlined in numerous international frameworks, including the Convention on the 

Elimination of All Forms of Discrimination Against Women (CEDAW), the Beijing Declaration and 
Platform for Action and the 2030 Agenda for Sustainable Development.

The adoption of the Action Plan to Promote Gender Equality in Public Administration in Bhutan 
marks a significant milestone toward a more inclusive and effective public sector. The United 
Nations Department of Economic and Social Affairs (UN DESA) is proud to have supported this 
achievement in collaboration with the National Commission for Women and Children (NCWC) 
of the Royal Government of Bhutan and the United Nations Development Programme (UNDP), 
through the project “Building Capacities for Promoting Women’s Presence and Leadership within 
Public Institutions at National and Local Levels.”

The strategic interventions and policy measures outlined in the action plan aim to overcome 
barriers that hinder women’s full participation in decision-making processes while enhancing 
institutional practices and accountability. These measures will not only support the advancement 
of women’s leadership but will also improve the effectiveness of public administration.

UN DESA looks forward to the successful implementation of this action plan and the transformative 
changes it will bring to Bhutan’s public administration and more broadly to the realization of the 
Sustainable Development Goals.

Juwang Zhu
Director
Division for Public Institutions and Digital Government
UN DESA

FOREWORD
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The action plan for the promotion of gender equality in Bhutan’s public administration was 
developed as part of the project on “Building capacities for promoting the presence and 

leadership of women within public institutions at the national and local levels”, funded by the 
Government of Italy, and implemented by the United Nations Department of Economic and Social 
Affairs (UN DESA), Division for Public Institutions and Digital Government (DPIDG) in partnership 
with the United Nations Development Programme (UNDP), the UN Economic Commission for 
Africa (UNECA), the UN Economic and Social Commission for Asia and the Pacific (UNESCAP) 
and the United Nations Entity for Gender Equality and the Empowerment of Women (UN Women). 
The project was based on the premise that increasing the presence and leadership of women in 
public administration - at both national and subnational levels - is essential for enhancing gender 
equality, fostering inclusive, responsive, and accountable governance; improving service delivery; 
and promoting effective citizen engagement. Greater representation and leadership of women 
in public institutions promote their equal participation to advance the gender-responsiveness of 
public policies and services. A gender-balanced public administration, enabled through women’s 
empowerment, helps to implement policies and strategies that address gender disparities and 
promote women’s rights, thereby ensuring that public administration is representative, just, equal, 
and effective.

The action plan is based on the findings of the in-depth “Review of Measures for Promoting the 

Presence and Leadership of Women and Gender Equality in Public Administration” in Bhutan, 
carried out under the project in 2023. It also includes inputs from the in-country “Capacity 

Development Workshop on Promoting the Presence and Leadership of Women in Public 

Institutions at the National and Local Levels” conducted from 17 to 20 October 2023 in Paro, 
Bhutan. The workshop also served as a platform to validate the findings of the national review 
and propose action points based on the national review findings1. 

This action plan responds to the provisions of several international agreements that require 
signatory countries, including Bhutan, to uphold gender equality and promote women’s 
participation in public administration. The Convention on the Elimination of All Forms of 
Discrimination Against Women (CEDAW)2 requires signatory countries to implement policies and 
legislation that ensure women equal rights to participate in the formulation and implementation of 
development policies and programmes, including access to decision-making positions in public 
institutions. In particular, CEDAW general recommendation No. 23 and Article 7 require state 
parties to ensure that women participate in the formulation and implementation of government 
policy and hold public office at all levels. State parties are responsible for appointing women to 
senior decision-making roles, where it is within their control, and for consulting and incorporating 
the advice of groups that represent women’s views and interests. Furthermore, they must take 
all appropriate measures to eliminate discrimination against women in public life and to enjoy 

INTRODUCTION

1 The report of the workshop is available at: https://publicadministration.desa.un.org/sites/default/ 
  files/2023-12/BHUTAN_PostworkshopReport_12-12-23_0.pdf

2 CEDAW 1979 adopted by the United Nations General Assembly.
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equality with men. Similarly, the 1995 Beijing Declaration and Platform for Action (BPfA) call for 
the equal participation of women and men in public life and decision-making. Likewise, the 2030 
Agenda for Sustainable Development upholds “women’s full and effective participation and equal 
opportunities for leadership at all levels of decision-making in political, economic and public life”3 
and “responsive, inclusive, participatory and representative decision-making at all levels”4. The 
Our Common Agenda5 report of the United Nations Secretary-General calls on Member States 
to promote the “active and equal participation of women and girls” to establish a “meaningful 
social contract” grounded in a “comprehensive vision of human rights”. The report emphasizes 
the need to update the “governance arrangements to deliver better public goods and usher in a 
new era of universal social protection (…)”.   

The national review and the development of this action plan were supported by the project 
under the leadership of the UNDP in collaboration with the National Commission for Women and 
Children (NCWC) Secretariat of Bhutan. 

3 SDG 5.5.files/2023-12/BHUTAN_PostworkshopReport_12-12-23_0.pdf

4 SDG 16.7.

5 United Nations, Our Common Agenda: Report of the Secretary-General (Sales No. E.21.I.8), available at https:// 
   www.un.org/en/content/common-agenda-report/assets/pdf/Common_Agenda_Report_English.pdf.



National Action Plan to Promote Gender Equality in Public Administration 3

The action plan aims to implement strategic interventions to achieve gender equality and 
enhance the representation of women in leadership roles at both national and subnational 

levels in public administration. Women’s advancement and representation in higher leadership 
positions in Bhutan’s public sector at the national and subnational levels will be achieved by: 

a) Integrating gender equality principles, policies, regulations, and mechanisms to attain and 
maintain gender parity in public administration;

b) Addressing discriminatory institutional practices and norms;

c) Developing institutional mechanisms for implementation, monitoring and long-term 
sustainability of gender equality initiatives at the national and subnational levels. 

OBJECTIVE
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Bhutan is divided into 20 Dzongkhags (districts), four Thromdes (municipalities) and 205 Gewogs 
(blocks). These subnational or local level territories deliver local public services, supported 

by an administrative apparatus consisting of civil servants both at the central and local levels. 
The Royal Civil Service Commission (RCSC) with a permanent Secretariat established in line with 
the Constitution of the Kingdom of Bhutan (Article 26, Section 1 & 8) functions under the Civil 

Service Act of Bhutan as the central personnel agency of the Government to discharge its public 
duties (Article 26, Section 10). The Civil Service Act of Bhutan 2010 (CSAB 2010) defines agencies 
as public institutions within the Legislature, Ministries, the Constitutional Office, Autonomous 
Agencies, Dzongkhag, Gewog, Thromde, or statutory bodies of the Royal Government (unless 
otherwise specified) that employ civil servants, who are defined as individuals registered with 
the RCSC and working in these agencies. Accordingly, the implementation of this action plan 
is intended for all public agencies or institutions that receive support from the civil service 
machinery to carry out their public service functions.   

The action plan is developed within the context of relevant legislations, policies, and strategies of 
Bhutan, that have provisions related to gender equality, as well as the international agreements 
that Bhutan has ratified. The action plan is organized around three broad thematic areas: 

(i) Institutional and Policy Framework 

(ii) Human Resource Policies and Practices; and 

(iii) Evidence and Data-Based Analysis.

The following sections present a qualitative description of activities within these three overarching 
themes. They also outline the rationale and expected results of their implementation aimed 
at enhancing gender equality in public administration in Bhutan. The qualitative description 
of actions within each theme is followed by the action plan table which presents a list of 
specific action points and activities with the respective indicators, timeline and implementation 
responsibilities. To maintain consistency with the national Five-Year planning and implementation 
cycle of the Government of Bhutan, this Action Plan corresponds to the current 13th Five Year 
Plan (FYP) period (2024-2029).  The plan will contribute to achieving the gender mainstreaming 
targets of the 13th FYP and the implementation of actions to promote gender equality in public 
administration, in particular. 

3. SCOPE
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A strong institutional mechanism with clear roles and responsibilities for key ministries and 
agencies including the local government underpins the operationalization of this action plan. 

The NCWC, as the national gender machinery, will lead efforts to advance gender equality in 
public administration and oversee the implementation of this action plan. It will be supported by 
the RCSC as the lead agency for public administration, and line ministries and agencies. The roles 
and responsibilities of the agencies are as follows: 

The NCWC will: 

- Take the lead in driving the implementation of the action plan, providing strategic direction, 
and ensuring alignment with national gender equality policies and priorities

- Monitor and evaluate gender equality initiatives across ministries and agencies, ensuring 
timely updates and tracking of progress and impact of actions

- Provide technical support to ministries and agencies, offering policy advice, training, and 
resources to enhance gender mainstreaming efforts

- Organize and lead coordination meetings and workshops to ensure regular engagement 
with key ministries, agencies, and other relevant stakeholders

The RCSC will: 

- Support institutionalization of gender equality within the public administration

- Facilitate gender capacity building of civil servants in collaboration with the NCWC

- Create awareness on gender equality for civil service and support initiatives to create 
a workplace that is inclusive and free from gender-based discrimination and sexual 
exploitation, abuse and exploitation. 

The Ministry of Finance will: 

- Facilitate resource mobilization for the implementation of the Plan 

The Ministries and Agencies including local government will: 

- Support sectoral implementation and ownership of the action plan in collaboration and 
with support from NCWC and RCSC

- Collect gender-disaggregated data and assess gender gaps within their agencies 

- Provide timely updates and report on the status of action plan implementation to the 
NCWC

- Support gender capacity and awareness of civil servants within their agencies

- Create a workplace and organizational culture that creates equality between employees

4. INSTITUTIONAL MECHANISM AND IMPLEMENTATION  
     ARRANGEMENTS
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The gender focal points (GFPs) will: 

- Provide technical assistance to implement the actions within the respective agencies

- Support the integration of relevant actions from the plan into their sectoral plans, policies 
and actions

- Support gender capacity building and awareness within their respective agencies

- Collect gender disaggregated information within the agencies 

- Monitor implementation of the action plan within their agencies and provide timely updates 
to NCWC 

Development partners such as UNDP will: 

- Support resource mobilization for the implementation of the plan

- Provide technical assistance 
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The action plan is developed based on the assumption that the government demonstrates 
a continued commitment to accelerating the progress on gender equality particularly in 

leadership positions., and there is a willingness among the civil servants, including those at the 
decision-making level, to engage in the awareness and capacity building programs.  

Potential risks for the implementation of this action plan include: 

- Limited understanding of gender equality and barriers, particularly among the civil servants 
at the local level. This may lead to misinterpretation of certain actions and concepts, and 
constrain effective implementation of the action plan.

- Limited sectoral ownership and accountability of the plan: the misconception about 
the role of sectors with regard to implementing measures to promote gender equality 
within the respective sectors/agencies coupled with limited technical capacity for gender 
mainstreaming, may compromise the institutionalization of gender equality actions within 
these sectors and hence their sustainability. 

- Prevalence of socio-cultural norms and practices around women’s leadership capacities, 
gender equality and tradition-gendered division of roles may slow the initiative to promote 
women’s presence and leadership in public administration.

- Advancing gender equality within the public administration requires intentional efforts and 
resources. Limited budget and resources therefore may limit the scope of actions and 
their frequency with implications on their impact. 

Regular awareness and advocacy among civil servants, including the senior managers; continued 
engagement and dialogue between the NCWC, RCSC and ministries and agencies including 
local governments; ongoing monitoring and support from the NCWC, and timely collection of 
gender-disaggregated data will be necessary to mitigate potential risks and accelerate the 
implementation of the plan. 

5. RISK AND ASSUMPTIONS 
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6. GOAL

The current National Gender Equality Policy (NGEP) 2020  of Bhutan envisions a society where 
substantive equality is practiced, providing equal opportunities for all to achieve their full 

potential and benefit equitably from the social, economic and political development in the country. 

The statistics from the national review show that women make up 40 percent (12,076) of the 
overall civil service workforce (30,194). Although there has been a steady growth in the size of 
the civil servants over the past decade with a 24 percent increase in 2022 compared to 2012, 
the number of women civil servants at all levels and in all categories (except in the Support 5 
level)6 is lower than that of men. While the representation of women in the overall civil service 
appears to be increasing, the percentage of women holding senior leadership and decision-
making positions7 (20.4%)8 significantly lags behind that of men (79.6%). At the same time, the 
concentration of women civil servants in the Professional and Management Category (PMC) 
establishes a necessary reservoir and provides opportunities to foster women in leadership 
positions as long as the enabling conditions with necessary strategies are put in place. In this 
context, the goal of the action plan is defined as:

By the end of 20299, the proportion of women in the civil service in Bhutan has increased to 

45 percent (baseline of 2023 is 40%), with the proportion of women at the ‘decision-making 

level’ increased to 30% (baseline of 2023 = 23%).

6 The Bhutanese civil service structure consists of four broad position categories: Executive and Specialist;  
  Professional and Management Category; Supervisory and Support Category; and Operational. Each category  
  contains several position levels totalling 21. Career progression within each level and category is achieved  
   through promotion based on various criteria.

7 ‘Decision-making position’ is used interchangeably with ‘senior leadership position’. The P1-Management level is  
   a managerial position with a functional mandate and authority to make decisions, and the entry point to executive  
   positions. Therefore, for the national review and this action plan, decision-making or leadership positions include  
   P1-management and Executive-management positions.

8 Established during the national capacity development workshop in October 2023.

9 End of this five-year action plan that corresponds to Bhutan’s 13th Five-Year Plan cycle (2024/2025 to 2028/2029).
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7. ACTION PLAN 

7.1. Institutional and Policy Framework

Based on recommendations from the in-depth national review, “Enhance institutional and policy 
frameworks for gender equality including institutional capacity and functional autonomy of the 
national gender machinery to ensure effective discharge of its functions including implementation 
of related legal and policy provisions.”, actions under this thematic area aim to: 

- Strengthen policy and legal framework to promote gender equality in public administration, 

- Enhance the institutional capacity of the national gender machinery and RCSC and 

- Promote institutional mechanisms for implementation, monitoring and long-term 
sustainability of gender equality initiatives at the national and subnational levels.  

Priority actions

1.1. Strengthen provisions to enhance women’s presence and leadership in public administration 

in the National Gender Equality Policy.

The current National Gender Equality Policy (NGEP) 2020 provides an overall policy framework on 
gender equality and women’s empowerment. The policy acknowledges the low representation of 
women in decision-making as a key issue and provides directives to increase their representation 
at all levels and across all sectors. However, there are additional opportunities to enhance the 
policy provisions promoting women’s leadership in public administration. This action entails 
a revision of the policy to strengthen measures that increase women’s leadership in public 
administration. This action will be led by the NCWC in partnership with RCSC and the Office of 
Cabinet Affairs and Strategic Coordination.  

1.2. Review the terms of reference of Gender Focal Points and the system of appointment to 

strengthen their roles across public agencies, at the national and subnational levels. 

The national review also revealed a lack of specific criteria for defining the position, educational 
qualifications, or sectoral relevance in the identification and nomination of Gender Focal Points 
(GFPs).  At the central level, an agency has the discretion to nominate any official of the agency as 
the GFP, based on their understanding of the GFP’s terms of reference (ToR). At the local level, an 
executive order from the RCSC had required the legal officers to function as GFPs. However, not all 
Dzongkhags have a legal officer, and those Dzongkhags without a legal officer appoint any other 
official as a GFP. Currently, GFPs are of different seniority levels and professional backgrounds10, 
with not everyone adequately sensitised and trained on their functions. In this respect, this action 
will involve revising the ToRs for the focal points and developing guidance for their appointment 
to strengthen their roles across ministries and agencies at the national and subnational levels. 

10 Legal officer; Human Resource officer; ICT officer; Planning officer; Education officer; Livestock  
   officer; M&E coordinator; etc.
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1.3. Coordination meeting/engagement with heads of agencies and senior management to take 

stock of the progress and discuss issues on gender equality

This action aims to enhance ownership and accountability for gender mainstreaming within 
ministries, agencies, and local governments by fostering partnerships and facilitating regular 
engagement of senior management in discussions on gender equality in public administration. 
Through the action, it is expected that there will be a clear understanding of the current state of 
gender equality within each ministry and agency, while emphasizing the importance of sectoral 
ownership of gender equality initiatives. To achieve this, coordination meetings will be organized 
between the national gender machinery (NCWC) and key ministries and agencies including local 
governments, providing an opportunity for dialogue.  

1.4. Strengthen the institutional capacity of NCWC to effectively discharge its functions (as 

national gender machinery). 

This action aims to enhance the institutional capacity of the NCWC secretariat including building its 
technical capacities on gender equality, women’s empowerment and child protection. It includes 
consultations with the RCSC, Cabinet and other relevant agencies to enhance its autonomy to 
fulfil the Commission’s coordinating, monitoring and reporting roles. 

1.5. Implement interventions to strengthen monitoring of gender equality results/progress 

including enhancing the gender equality monitoring system. 

This action intends to strengthen the monitoring and evaluation of gender equality progress 
and results including through the development of a comprehensive monitoring framework. In 
addition, this action also includes improving the existing gender equality monitoring system of 
the NCWC based on the comprehensive framework. 

1.6. Develop and implement interventions to enhance accountability of gender equality results 

across the civil service agencies.

This action aims to address challenges around limited sectoral ownership and accountability on 
gender equality results through interventions such as the integration of gender equality targets 
in the performance dashboard of GFPs. It also includes a review of the existing human resource 
procedures and standards to mainstream gender perspectives, as well as building capacities of 
human resource auditors on gender equality in public administration. This action will be led by 
the RCSC in partnership with the NCWC.
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7.2. Human Resource Policy and Practice

Human resource policies and practices on recruitment; leadership and capacity building, work-life 
balance policies, and workplace harassment protection play a significant role in promoting gender 
equality and parity in leadership positions within public administration. Creating an institutional 
culture of gender equality in public administration involves developing a shared understanding 
of gender concepts and principles of equality; internalizing efforts to mainstream gender 
equality across public institutions; implementing interventions to address gender stereotypes 
and committing to challenge and change institutional culture and human resource practices that 
hinder inclusion in the public sector. This action within this thematic area aims to: 

- Strengthen civil service policies, capacities and practices towards creating an institutional 
culture of gender equality within Bhutan’s civil service.

Priority actions

2.1. Revise the Bhutan Civil Service Rules and Regulations 2023 to further enhance the provisions 

promoting gender equality in public administration. 

Bhutan’s civil service operates within the general framework provided by the Civil Service Act of 
Bhutan, and Bhutan Civil Service Rules and Regulation (BCSR). The latter are merit-based and 
provide equal opportunities for all eligible Bhutanese without discrimination of race, sex, language, 
religion, and other status. However, the in-depth review found that they do not provide guidance 
for gender-responsive measures to address gender-differentiated needs. This action aims to 
revise the BCSR 2023 to promote gender equality in staff recruitment, retention, remuneration, 
promotion and in the composition of human resource committees. 

2.2. Issue executive orders, notifications mandating ministries and agencies to implement 

interventions to address gender equality gaps within their sectors including measures to address 

structural inequalities and occupational segregation. 

This action aims to address the short-term specific barriers faced by female civil servants through 
measures such as executive orders or notifications by the NCWC requiring ministries and agencies 
to implement measures aimed at addressing gender equality gaps within their respective sectors. 
Actions could include the adoption of measures to tackle structural inequalities that perpetuate 
discrimination and barriers to the advancement of women and policies to address occupational 
segregation, where jobs or industries are dominated by men. 

2.3. Develop and implement temporary special measures to enhance women’s presence and 

leadership in the civil service including gender-responsive recruitment systems and improving 

the representation of women in decision-making bodies. 
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While women comprise 40 percent of the overall civil service workforce, they hold only 23 percent 
of the total executive positions. Further, the majority of human resource committee members are 
men. These committees are responsible for all the key decisions at the ministry and agency level. 
Therefore, improving the representation of women in these bodies along with implementing 
temporary special measures will accelerate the achievement of gender parity in the civil service, 
particularly at the decision-making level. 

2.4. Build gender capacities of civil servants including senior managers 

The in-depth review revealed that the limited capacity and awareness of gender across different 
sectors both at the national and subnational levels is one of the key challenges to addressing 
gender-related barriers in the civil service. Therefore, this action aims to further enhance the 
capacity of civil servants, including senior managers and human resource officials, to implement 
national policies and enhance the government’s commitment as well as ministry and agency 
mandates to promote gender equality. Approaches such as the integration of gender modules 
in pre- and in-service training and the introduction of online modules on gender will be adopted 
to institutionalize gender capacity building within the civil service. In addition, targeted capacity-
building programmes will be implemented for senior managers, gender focal points and human 
resource officers to better equip them to design, implement, and monitor interventions that 
promote gender equality. 

2.5. Develop and implement targeted capacity building and women’s empowerment programmes 

for current and future (women) leaders including mentoring and coaching.  

This action will empower women leaders to overcome barriers to assuming leadership roles within 
the civil service. It will include targeted training programmes on leadership, public speaking, 
and communication skills, among others. In addition, targeted support through mentoring and 
coaching will be explored to share experiences, insights and foster professional growth.

2.6. Carry out gender awareness and sensitization programmes for senior managers, HROs and 

relevant officials. 

Social and cultural stereotypes around traditional gendered roles, women’s leadership capabilities 
and gender occupational segregation continue to exist within the Bhutanese society. These social 
norms and practices, which influence the workplace culture, especially at the subnational level, 
constrain women’s career advancement, limit women’s access to capacity-building opportunities 
and restrict their recruitment for some positions. This action will support awareness-building and 
advocacy programmes aimed at changing negative norms and perceptions. Furthermore, it will 
support gender perspective-building programmes for senior managers, human resources and 
other relevant officials within the civil service to increase their understanding of the significance 
of gender equality in public administration. 

2.7.  Institute a knowledge-sharing forum for senior/mid-level female civil servants to share 

experiences, issues, challenges and build their confidence. 
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This action intends to create common platforms/forums for women at all levels of the civil service 
to come together and openly discuss the challenges they face in their positions, including gender-
specific barriers, workplace dynamics and leadership struggles and identify innovative solutions 
to overcome these barriers.  

2.8. Strengthen mechanisms to address Sexual Exploitation, Abuse (SEA) and workplace 

harassment. 

The civil service rules prohibit sexual exploitation, abuse and harassment within the workplace 
at all levels of the civil service. However, there is a limited understanding among civil servants 
on what constitutes sexual exploitation, abuse and harassment, as well as legal provisions and 
reporting mechanisms. In addition, the prevalence of a culture of tolerance of harassment and the 
lack of confidence in redressal mechanisms lowers the reporting of such incidents. This action 
will strengthen the existing internal reporting systems and referral mechanisms. It will also create 
awareness, particularly among civil servants at lower levels and train human resource officers, 
gender focal points, senior managers and relevant officials on protection from sexual exploitation, 
abuse and harassment. 

2.9. Institute and promote gender role models, including fostering gender champions among 

men as allies and advocates within the civil service through awards and talk shows.

This action intends to help shift cultural norms, promote dialogue, and inspire broader support for 
gender-inclusive leadership across the civil service. It will include encouraging and recognizing 
individuals, both women and men, who actively promote gender equality within the civil service 
through awards, talk shows and dialogues. By doing so, it will highlight the importance of collective 
action in addressing gender disparities in the workplace.  

2.10. Develop and implement measures to address barriers faced by working parents including 

measures to enhance work-life balance. 

Civil servants are entitled to up to 6 months of maternity and 10 days of paternity leave. In 
addition, to support breastfeeding, working mothers are entitled to flexible hours until their child 
reaches 24 months. However, these rules are often not applied uniformly across the civil service 
as decisions regarding their application, particularly of flexible working arrangements, are taken 
by the senior managers of the respective ministries and agencies. In addition, this action aims to 
implement additional provisions such as “work from home” and accessible childcare facilities at 
the workplace to ensure a healthy work-life balance. 

2.11. Assess the impact of flexible work arrangements and childcare provisions 

The action will entail undertaking a comprehensive assessment of flexible work arrangements 
and childcare provisions within the civil service to measure their effectiveness in supporting work-
life balance, enhancing employee retention and satisfaction and advancing gender equality.  This 
initiative, which will be carried out in collaboration with the RCSC, ministries and agencies, aims 
to understand the accessibility and utilization of options like telecommuting, flexible hours, and 
part-time roles, particularly for women balancing professional and family commitments.
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Findings from the assessment will provide insights to guide policy recommendations that further 
strengthen family-friendly practices, cultivate a workplace environment that supports both policy 
recommendations to strengthen family-friendly practices and foster a workplace that supports 
working parents in achieving career success.

2.12.  Identify Information, Communication and Technology capacity needs of civil servants 

particularly in female civil support service category and upskill them to respond to changing AI 

and ICT landscape

This action focuses on assessing the specific information, communication and technology (ICT) 
skill gaps and needs among female civil servants, particularly those working in support services, 
such as administrative roles, data management, and customer service to improve their efficiency 
and productivity as well as career advancement opportunities. It will also build technical capacities 
to respond to changing Artificial intelligence and ICT landscape, address gendered occupational 
segregation and encourage more women’s representation in the ICT sector. 
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7.3. Evidence and Data-based Analysis

Civil service information is made available through the annual civil service statistics published 
by the RCSC.  The data is disaggregated by position levels, age, and at the national and 
subnational level. Gender-disaggregated information is available for total civil servants, position 
level, occupation, education level and those who exited the civil service within a particular year. 
However, there is a lack of publicly available gender-disaggregated data from ministries and 
agencies at both the national and subnational level levels regarding promotions and completed 
training. In addition, the review pointed out the lack of regular gender-based analysis in the civil 
service, including of the barriers faced by female civil servants except for a study on factors 
constraining women’s participation in civil service commissioned by the NCWC in 2014.

At the national level, information on the overall status of gender equality is compiled by the NCWC 
on an annual basis. The NCWC relies on administrative data of agencies and annual statistical 
reports published by the National Statistical Bureau (NSB), where disaggregated data is often 
not available for certain sectors and agencies. The NCWC has developed a gender indicator 
handbook, comprising relevant indicators across various thematic areas to support agencies to 
collect information on indicators relevant to their respective sectors. However, the agencies lack 
awareness of the indicator handbook as well as the capacity to integrate the indicators within 
their agency research.  Therefore, actions under this thematic area aim to: 

- Improve gender-disaggregated data collection, analysis and dissemination across all 
sectors and at all levels  

- Enhance capacities of the NCWC, RCSC, human resource officers, gender focal points 
and relevant officials 

Priority actions 

3.1. Strengthen the existing civil service database to include gender-disaggregated information 

at all levels (national and subnational) across all positions and sectors, information on promotion 

and capacity building.    

This action will be led by the RCSC and implemented in close collaboration with the NCWC and 
gender focal points of the respective ministries, agencies and local governments. It will include 
identifying data needs, and integration into the civil service statistics to strengthen gender-
disaggregated data collection and dissemination. 

3.2. Build capacities of the NCWC, RCSC, NSB and relevant agencies on gender-disaggregated 

data collection, management, and use.

This action aims to address the challenges of limited gender-disaggregated data and related 
capacities by progressively enhancing the ability to collect, analyse and disseminate gender-
disaggregated data across all levels and sectors of public service. The NCWC has developed a 
gender indicator handbook that compiles selected gender indicators for agencies to incorporate 
into their survey assessments and data collection mechanisms. However, ministries and agencies 
lack awareness of the handbook as well as incorporation of related indicators in the surveys. As 
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such, the capacity-building initiatives will also include updating and dissemination of the indicator 
handbook. 

3.3. Compile and publish periodic gender disaggregated information/thematic analysis on the 
situation of gender equality including progress, gaps, and opportunities within the civil service.  

This action intends to support the NCWC in providing updated information on the status of gender 
equality, progress and gaps periodically for evidence-based policymaking.  It is also expected to 
support identifying gender gaps in public institutions, glass ceilings and walls, and to implement 
appropriate policy and programmes to address these gaps. 

3.4. Develop a guidance note on the collection, management and use of gender- disaggregated 

data within the public administration including a data-sharing protocol.

The action intends to improve the collection and use of gender-disaggregated data across public 
sectors through the development of a guidance note. Additionally, it aims to ensure that gender-
related information including data on SEA is collected, managed and shared in an appropriate 
manner across the ministries and agencies including local governments. 

3.5. Mainstream gender into the organisational climate survey of respective agencies.

The RCSC carries out organizational climate surveys regularly to understand civil servants’ 
workplace experiences and to design appropriate interventions for improvement. This action 
aims to strengthen the gender-disaggregated information gathered by integrating gender 
components into the survey. 

3.6. Publish an annual “state of gender equality” report including measures taken by respective 

ministries and agencies to address gender issues.

The action aims to create a common understanding among the policymakers, implementers and 
the public on the state of gender equality, progress made, and challenges and barriers; strengthen 
accountability of gender.  The development of an annual report on the state of gender equality 
in the country will be led by the NCWC with support from RCSC, gender focal points and relevant 
agencies and individuals. 



National Action Plan to Promote Gender Equality in Public Administration 23

 R
es

ul
ts

 M
at

ri
x 

3
EV

ID
EN

C
E 

A
N

D
 D

A
TA

-B
A

S
ED

 A
N

A
LY

S
IS

S
l 

N
o.

A
ct

io
n

In
di

ca
to

r
M

ea
ns

 o
f v

er
ifi

ca
-

tio
n

Ti
m

e 
fr

am
e

R
es

ou
rc

es
  

re
qu

ir
ed

R
es

po
ns

ib
le

 a
ge

nc
y

R
eq

ui
re

d 
bu

t m
is

si
ng

  
ca

pa
ci

tie
s

3.
1

St
re

ng
th

en
 th

e 
ex

is
tin

g 
ci

vi
l 

se
rv

ic
e 

da
ta

ba
se

 to
 in

cl
ud

e 
ge

nd
er

 d
is

ag
gr

eg
at

ed
 

in
fo

rm
at

io
n 

at
 a

ll 
le

ve
ls

 
(n

at
io

na
l a

nd
 s

ub
na

tio
na

l) 
ac

ro
ss

 a
ll 

po
si

tio
ns

 a
nd

 
se

ct
or

s,
 in

fo
rm

at
io

n 
on

 
pr

om
ot

io
n,

 c
ap

ac
ity

 b
ui

ld
in

g 
  

In
fo

rm
at

io
n 

on
 

ge
nd

er
-b

as
ed

 
co

m
po

si
tio

n 
of

 c
iv

il 
se

rv
an

ts
 a

t n
at

io
na

l 
an

d 
su

bn
at

io
na

l 
le

ve
l, 

by
 a

ll 
po

si
tio

n 
ca

te
go

rie
s 

an
d 

ac
ro

ss
 

al
l s

ec
to

rs
, i

nf
or

m
at

io
n 

on
 p

ro
m

ot
io

n,
 c

ap
ac

ity
 

bu
ild

in
g 

  a
va

ila
bl

e 
pu

bl
ic

ly

C
iv

il 
se

rv
ic

e 
st

at
is

tic
s 

an
d 

an
nu

al
 r

ep
or

ts
2

0
2

5

C
ap

ac
iti

es
 o

n 
ge

nd
er

 d
at

a 

B
ud

ge
t: 

U
S

D
 

10
,0

0
0

Le
ad

: R
C

S
C

C
ol

la
bo

ra
tin

g:
 N

C
W

C
, 

H
R

O
s,

 a
nd

 r
el

ev
an

t 
offi

ci
al

s 

3.
2

B
ui

ld
 c

ap
ac

iti
es

 o
f t

he
 

N
C

W
C

, R
C

S
C

, N
S

B
 a

nd
 

re
le

va
nt

 a
ge

nc
ie

s 
on

 
ge

nd
er

-d
is

-a
gg

re
ga

te
d 

da
ta

 
co

lle
ct

io
n,

 m
an

ag
em

en
t, 

an
d 

us
e

N
o.

 o
f o

ffi
ci

al
s 

w
ith

 
ca

pa
ci

tie
s 

on
 g

en
de

r 
st

at
is

tic
s

N
o.

 o
f g

en
de

r 
an

al
ys

is
 

re
po

rt
s 

N
C

W
C

 r
ep

or
t

2
0

2
5

-2
0

2
7

Te
ch

ni
ca

l 
ex

pe
rt

is
e 

on
 

ge
nd

er
 s

ta
tis

tic
s

B
ud

ge
t: 

U
S

D
 

35
,0

0
0

 

Le
ad

: N
C

W
C

, N
S

B

C
ol

la
bo

ra
tin

g:
 R

C
S

C
, 

m
in

is
tr

ie
s,

 a
ge

nc
ie

s,
 

LG
s 

Te
ch

ni
ca

l e
xp

er
tis

e 
on

 
ge

nd
er

 s
ta

tis
tic

s 

3.
3

C
om

pi
le

 a
nd

 p
ub

lis
h 

pe
rio

di
c 

ge
nd

er
 

di
sa

gg
re

ga
te

d 
in

fo
rm

at
io

n/
th

em
at

ic
 a

na
ly

si
s 

on
 

si
tu

at
io

n 
of

 g
en

de
r 

eq
ua

lit
y 

in
cl

ud
in

g 
pr

og
re

ss
, g

ap
s,

 
op

po
rt

un
iti

es
 w

ith
in

 th
e 

ci
vi

l 
se

rv
ic

e

N
o.

 o
f r

ep
or

ts
/t

he
m

at
ic

 
an

al
ys

is
 r

ep
or

t p
ub

lic
ly

 
av

ai
la

bl
e 

Th
em

at
ic

 r
ep

or
ts

 
2

0
2

6
-2

0
2

9
B

ud
ge

t: 
U

S
D

 
30

,0
0

0

Le
ad

: N
C

W
C

, N
S

B
, 

R
C

S
C

C
ol

la
bo

ra
tin

g:
 

m
in

is
tr

ie
s,

 a
ge

nc
ie

s,
 

LG
s

A
nn

ua
lly

 

Th
e 

bu
dg

et
 w

ill
 c

ha
ng

e 
ba

se
d 

on
 th

e 
sc

op
e 

an
d 

ty
pe

 o
f s

tu
dy

/
as

se
ss

m
en

t/
th

em
at

ic
 

an
al

ys
is

 

3.
4

D
ev

el
op

 a
 g

ui
da

nc
e 

no
te

 
on

 c
ol

le
ct

io
n,

 m
an

ag
em

en
t 

an
d 

us
e 

of
 g

en
de

r-
 

di
sa

gg
re

ga
te

d 
da

ta
 w

ith
in

 
th

e 
pu

bl
ic

 a
dm

in
is

tr
at

io
n 

in
cl

ud
in

g 
a 

da
ta

 s
ha

rin
g 

pr
ot

oc
ol

G
ui

da
nc

e 
no

te
 fo

r 
ge

nd
er

 d
is

ag
gr

eg
at

ed
 

da
ta

 d
ev

el
op

ed
 

G
ui

da
nc

e 
no

te
 

an
d 

da
ta

 s
ha

rin
g 

pr
ot

oc
ol

2
0

2
6

S
up

po
rt

 fr
om

 
R

C
S

C
, m

in
is

tr
ie

s 
an

d 
ag

en
ci

es
B

ud
ge

t: 
U

S
D

 
2

0,
0

0
0

Le
ad

: N
C

W
C

, N
S

B
, 

R
C

S
C

C
ol

la
bo

ra
tin

g:
 

m
in

is
tr

ie
s,

 a
ge

nc
ie

s,
 

LG
s 



National Action Plan to Promote Gender Equality in Public Administration24

3.
5

M
ai

ns
tr

ea
m

 g
en

de
r 

in
to

 th
e 

or
ga

ni
sa

tio
na

l c
lim

at
e 

su
rv

ey
 

of
 r

es
pe

ct
iv

e 
ag

en
ci

es

G
en

de
r 

ga
ps

 a
nd

 g
en

de
r 

re
la

te
d 

is
su

es
 id

en
tifi

ed
 

th
ro

ug
h 

th
e 

an
nu

al
 

or
ga

ni
sa

tio
na

l c
lim

at
e 

su
rv

ey
 r

ep
or

t

O
rg

an
is

at
io

na
l c

li-
m

at
e 

su
rv

ey
 r

ep
or

t 
2

0
2

5
-2

0
2

9
Te

ch
ni

ca
l c

ap
ac

ity
B

ud
ge

t: 
U

S
D

 
5

,0
0

0

Le
ad

: N
C

W
C

, 
re

sp
ec

tiv
e 

se
ct

or
s

C
ol

la
bo

ra
tin

g:
 R

C
S

C
, 

he
ad

s 
of

 m
in

is
tr

ie
s 

an
d 

ag
en

ci
es

 

Th
e 

G
FP

s 
w

ill
 w

or
k 

w
ith

 th
e 

H
R

 o
f 

re
sp

ec
tiv

e 
se

ct
or

s 
to

 
m

ai
ns

tr
ea

m
 g

en
de

r 
in

 th
e 

or
ga

ni
za

tio
na

l 
cl

im
at

e 
su

rv
ey

. T
he

 
N

C
W

C
 w

ill
 p

ro
vi

de
 

gu
id

an
ce

 a
nd

 te
ch

ni
ca

l 
ex

pe
rt

is
e 

to
 th

e 
G

FP
s 

3.
6

P
ub

lis
h 

an
 a

nn
ua

l “
st

at
e 

of
 g

en
de

r 
eq

ua
lit

y”
 r

ep
or

t 
in

cl
ud

in
g 

m
ea

su
re

s 
ta

ke
n 

by
 r

es
pe

ct
iv

e 
m

in
is

tr
ie

s 
an

d 
ag

en
ci

es
 to

 a
dd

re
ss

 g
en

de
r 

is
su

es

A
nn

ua
l r

ep
or

t p
ub

lis
he

d 
th

ro
ug

h 
N

C
W

C
 w

eb
si

te
A

nn
ua

l r
ep

or
t

2
0

2
5

-2
0

2
9

 
(a

nn
ua

lly
)

In
fo

rm
at

io
n 

fr
om

 
R

C
S

C
, M

in
is

tr
ie

s,
 

ag
en

ci
es

, L
G

s
B

ud
ge

t: 
U

S
D

 
5

,0
0

0

Le
ad

: N
C

W
C

C
ol

la
bo

ra
tin

g:
 

M
in

is
tr

ie
s 

an
d 

A
ge

nc
ie

s 
in

cl
ud

in
g 

lo
ca

l g
ov

er
nm

en
t



National Action Plan to Promote Gender Equality in Public Administration 25

8. MONITORING AND EVALUATION

As a lead agency to ensure the implementation of the action plan, the NCWC will be 
responsible for coordinating, monitoring and reporting on implementation progress. The 

results framework will serve as the key accountability framework. The NCWC will conduct a mid-
term review in 2026 and a final review of the plan in 2029. The GFPs will work with senior 
management and human resource officials to provide biannual updates on the implementation 
progress to the NCWC, including through the annual gender focal points meeting.  The GFPs will 
also share best practices and challenges from their respective sector.  
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DEFINITIONS

Decision-making positions: Jobs or occupations within public administration that come with the 
authority to make decisions and lead the development, interpretation and implementation of 
government policies; see also top leaders, senior managers and managers.

Gender:  Refers to the norms, roles and social relations between men and women.  It is socially 
constructed and varies from society to society. Gender roles can be changed.

Gender equality:  the equal rights, responsibilities, and opportunities of women and men, and 
girls and boys; a condition under which the interests, needs and priorities of both women and 
men are taken into consideration, recognizing the diversity of different groups of women and 
men.

                 Gender Equality = equal opportunity + fair conditions + equal benefits. 

Gender-based discrimination: Any distinction, exclusion or restriction made based on sex/
gender that impairs or nullifies the recognition, enjoyment, or exercise of rights and freedoms by 
individuals, particularly women, regardless of their marital status.

Gender blind: A perspective or approach that overlooks or disregards gender as a factor that 
may influence outcomes, needs, or experiences. Gender-blind policies or programs treat all 
individuals the same, without considering the different impacts gender may have.

Gender norms:   Ideals about how men and women should look, be and act. These are standards 
and expectations to which gender identity generally conforms, within a range that defines a 
particular society, culture and community at that point of time. 

Gender-disaggregated data: Data collected and presented with gender in mind and separated 
into categories based on gender (e.g., ‘women’ and ‘men’).

Gender mainstreaming: the systematic incorporation of gender into all government institutions, 
decision-making processes and policies.

Gender-neutral:  A concept or approach that avoids making distinctions based on gender, aiming 
to be inclusive of all genders. Gender-neutral policies or programs often apply a “one-size fits all” 
approach to both men and women, which can lead to unequal access and benefits. 

Gender-responsive: Gender-responsive programs/policies take into account existing gender 
norms, roles, and inequalities, and include measures to address them. These policies and 
programs go beyond raising awareness and sensitivity, aiming to actively challenge and overcome 
historical biases. 

Gender-responsive governance: Gender-responsive governance systems recognize and advance 
women’s participation and leadership in governance and pursue opportunities to advance gender-
responsive public policies and services that deliver for all citizens.



Gender roles:  Behaviors, tasks and responsibilities that a society considers “appropriate for 
men, women, boys and girls”.

Gender parity: Equal numbers of men and women in positions.

Gender-sensitive:  Policies and programs that recognize the different needs, priorities, and 
experiences of men and women and aim to reduce gender-based disparities and inequalities 
and promote equality of opportunities for all. 

Gender stereotypes:  Stereotypes are structured sets of beliefs about the personal attributes, 
behaviors, roles of a specific social group. Gender stereotypes are biased and often exaggerated 
images of women and men which are used repeatedly in everyday life. 

Gender transformative: Gender transformative policies and programs challenge and change 
structural inequality and discriminatory norms and aim to ensure equality of outcomes for all.  

Public administration: Set of executive branch public institutions (at the central/national, regional 
and local levels) responsible for planning, coordinating and controlling government operations 
and implementing government policies. For the purpose of this action plan, public administration 
refers to Bhutan’s civil service. 

Sexual exploitation:  Any actual or attempted abuse of a position of vulnerability, differential 
power, or trust, for sexual purposes, including, but not limited to, profiting financially, socially or 
politically from the sexual exploitation of another person.

Sexual abuse:  Actual or threatened physical intrusion of a sexual nature, whether by force or 
under unequal or coercive conditions

Sexual harassment:  Any unwelcome sexual advance, request for sexual favor, verbal or physical, 
or non-verbal conduct of a sexual nature, that is likely to cause offense or humiliation to another 
individual. This includes behaviours that interfere with work performance, are made a condition 
of employment, or create an intimidating, hostile, or offensive work environment.

Temporary special measures:  Targeted actions designed to address or reduce disparities 
between men and women in economic, social, and political spheres. These measures aim to 
correct past and present discrimination by providing temporary support or opportunities to 
women who have been historically disadvantaged. 
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