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DESA Mission Statement

The Department of Economic and Social Affairs of the United Nations Secretariat is a vital interface be-
tween global policies in the economic, social and environmental spheres of sustainable development and
national action. The Department works in three main interlinked areas: (i) it compiles, generates and anal-
yses a wide range of economic, social and environmental data and information on which States Members
of the United Nations draw to review common problems and to take stock of policy options; (ii) it facili-
tates the negotiations of Member States in many intergovernmental bodies on joint courses of action to
address ongoing or emerging global challenges; and (iii) it advises interested Governments on the ways
and means of translating policy frameworks developed in United Nations conferences and summits into
programmes at the country level and, through technical assistance, helps build national capacities.

Disclaimer

The terms ‘country’ and ‘economy’ as used in this study refer, as appropriate, to territories or areas; the
designations employed and the presentation of the material do not imply the expression of any opinion
whatsoever on the part of the Secretariat of the United Nations concerning the legal status of any country,
territory, city or area or of its authorities, or concerning the delimitation of its frontiers or boundaries. In
addition, the designations of country groups are intended solely for statistical or analytical convenience
and do not express a judgment about the stage of development reached by a particular country or area
in the development process. Reference to companies and their activities should not be construed as an
endorsement by the United Nations of those companies or their activities.

Information on uniform resource locators and links to websites contained in the present publication are
provided for the convenience of the reader and are correct as of the time of writing. The United Nations
takes no responsibility for the continued accuracy of that information or for the content of any external
website.

The views expressed in this publication are those of the authors and do not necessarily reflect those of
the United Nations or its senior management, or of the experts whose contributions are acknowledged.
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Executive Summary

BACKGROUND

Gender equality is key to expanding opportunities
and achieving the 2030 Agenda for Sustainable
Development. The Committee on the Elimination
of Discrimination against Women (CEDAW) in its
General Recommendation No. 40 (2024) empha-
sizes 50:50 gender parity in decision-making as a
principle of good governance. While women make
up nearly half of the global civil service, they re-
main underrepresented in higher-level positions
and certain policy areas, such as information
technology, due to occupational segregation. In-
creasing women'’s leadership in public administra-
tion strengthens governance, promotes equality,
and sets an example for other sectors. However,
formal equality often doesn’t lead to substantive
equality, highlighting the need for policies that ad-
dress these disparities.

The project “Building Capacities for Promoting
Women’s Presence and Leadership within Pub-
lic Institutions at National and Local Levels,” im-
plemented by UN DESA in partnership with other
United Nations agencies from 2022 to 2024, sup-
ported Bhutan, Lao PDR, Mauritius, and Senegal
in developing action plans to promote gender
equality in public administration. Aligned with the
Sustainable Development Goals (SDGs) 5 and 16,
the initiative focused on increasing women'’s lead-
ership and promoting inclusive decision-making.
The project built on the OECD/UNDP framework
to assess gender equality and conducted national
reviews in the four project countries. It included
training and capacity-building for stakeholders to
develop gender equality strategies and supported
the drafting of national action plans in the four
countries. A peer review process facilitated knowl-
edge exchange and refined the action plans to
promote gender-inclusive leadership. This study
evaluates the strategies, progress, and challenges
faced by the four project countries, offering rec-
ommendations for future initiatives to promote
gender equality in public institutions.

BARRIERS TO WOMEN'S LEADERSHIP IDENTIFIED
BY NATIONAL REVIEWS

At the inception of the project in 2022, Bhutan,
Lao PDR, Mauritius, and Senegal were at different
stages of promoting gender equality in public ad-
ministration, with established frameworks but on-

going challenges. Except for Lao PDR, these coun-
tries did not meet the global average of 46 per cent
women'’s participation. Women were underrepre-
sented in leadership roles: Lao PDR (17 per cent),
Bhutan (20 per cent), and Senegal (31 per cent), all
below or equal to the global average of 31 per cent,
while Mauritius had 39 per cent.

In 2023, national reviews identified several barriers
to women's leadership in public administration in
the four project countries. While legal frameworks
were in place, policies were often difficult to imple-
ment or do not apply specifically to public adminis-
tration. Many regulations failed to address specif-
ic gender needs. Issues with gender infrastructure
within leading agencies were noted, including
constrained resources, limited technical capacity
and a lack of functional autonomy, in some cas-
es. Coordination challenges were also identified.
Accountability mechanisms presented challenges,
including unclear reporting processes and limited
enforcement of sanctions. The reviews called for
quotas or special measures to support women'’s
recruitment and address gender-neutral human
resource policies. They also highlighted gaps in
gender parity awareness and leadership training
for women officials, limited career advancement
opportunities due to factors such as unclear pro-
motion criteria, maternity leave, as well as a per-
sistent gender pay gap. Work-life balance was
also identified as a challenge, with inadequate
childcare infrastructure and insufficient policies in
some countries. Workplace harassment needed
to be addressed, as most countries lacked train-
ing or reporting mechanisms.

National reviews highlighted the lack of sex-disag-
gregated data, caused by insufficient agency ca-
pacities for data collection and coordination and
gaps in mechanisms for promoting and tracking
gender equality in public administration. Limited
use of data prevented the identification of gender
gaps, compounding efforts to achieve and mon-
itor gender parity. Reviews noted the need for
better data management systems and dedicated
units for data analysis.

Finally, reviews highlighted the prevalence of tra-
ditional gender roles and negative stereotypes
that limited women'’s opportunities, particularly in
leadership roles. Social expectations around fami-
ly responsibilities and mobility restricted women'’s
advancement, while biased attitudes toward wom-
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en leaders persisted, with many perceiving men
as better suited for leadership positions. These
factors contributed to women hesitating to pursue
promotions or leadership roles.

AREAS OF FOCUS CHOSEN BY PROJECT
COUNTRIES IN THEIR ACTION PLANS

The action plans developed by Bhutan, Lao PDR,
Mauritius, and Senegal outline objectives, actions,
indicators, timeframes, resources and responsibil-
ities for addressing barriers to women'’s leadership
in public administration.

A key focus is on legal and policy reforms, includ-
ing strengthening gender equality provisions and
revising civil service rules. The plans include mea-
sures to enhance policy implementation through
executive orders, administrative decrees, and im-
plementing decrees. They also address the need
for greater awareness of gender equality issues
through training programmes, workshops and
awareness campaigns. Strategies to improve gen-
der infrastructure include strengthening gender
units and focal points and enhancing coordination
across sectors. Additionally, the plans aim to im-
prove monitoring and accountability.

A second focus is improving gender equality
through human resources policies, by enhanc-
ing recruitment through gender-responsive sys-
tems and temporary special measures. Efforts
also include promoting gender balance in lead-
ership roles, competitive exams and recruitment
committees. Work-life balance is addressed by
proposing childcare facilities, flexible work op-
tions, and improved family leave policies. Gender
equality training for staff and managers is a focus,
with specific initiatives to expand training access
for women and integrate it into civil servant pro-
grammes. Leadership development, especially
for women, and information and communications
technology (ICT) training are prioritized to reduce
gender gaps. The plans also aim to strengthen
harassment protection mechanisms through sen-
sitization campaigns, complaint systems, and the
development of harassment manuals.

Athird focus is strengthening national frameworks
for evidence and data-based analysis to support
gender equality in public administration, with a key
priority of improving data disaggregation. This in-
cludes enhancing gender-disaggregated data col-
lection across all levels, positions, and sectors,
establishing national databases or platforms for
tracking and managing gender data and building
capacities for data collection, management and

analysis, as well as improving civil servants’ ability
to access and interpret gender data. Additionally,
the plans seek to strengthen monitoring systems,
with mechanisms and resources to track progress,
set implementation targets and ensure coordina-
tion across ministries.

STAKEHOLDER ENGAGEMENT

The project engaged a wide range of stakeholders
across four countries, with national governments
being the largest group, followed by subnation-
al governments and civil society organizations
(CSO0s). The involvement of key government insti-
tutions in developing the action plans indicates
the level of political backing and support. However,
there were variations in the level of involvement. In
some countries, key officials were deeply involved
in drafting and refining the plans, while in others,
the leadership and institutional arrangements re-
quired further clarification.

Project stakeholders identified key risks in im-
plementing the action plans, including limited
understanding of gender equality issues in pub-
lic administration, insufficient accountability and
socio-cultural norms. They emphasised that suc-
cessful implementation would require ongoing
awareness-raising efforts and policy changes.
Stakeholders also highlighted challenges such as
the need for improved coordination among agen-
cies, financial resources and monitoring systems.
They noted potential delays in legislative changes
and data collection, as well as the need to pro-
mote recognition of women'’s leadership. Political
commitment and shifting societal attitudes were
seen as crucial factors for advancing the action
plans. Additionally, stakeholders stressed the im-
portance of ongoing technical and financial sup-
port.

REMAINING CHALLENGES

Advancing women'’s leadership in public adminis-
tration faces several challenges, including the ef-
fectiveness of action plans in addressing contextu-
al barriers. Key issues include a lack of specificity
in targets, unclear accountability mechanisms and
limitations in gender-specific policy revisions in
some cases. There are challenges in addressing
the gender pay gap, promotion requirements, and
work-life balance. While some countries’ plans
aim to address these, others do not consider cru-
cial issues such as gender-balanced recruitment
and harassment prevention. Additionally, there is a
need for clear monitoring mechanisms, supported
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by disaggregated gender data, and improved coor-
dination between national and subnational levels.

Social norms and biased attitudes toward wom-
en in leadership also pose significant challenges,
requiring long-term cultural shifts. Financial con-
straints are another major hurdle, and action plans
could benefit from clearer funding strategies and
more strategic prioritization of activities based on
available resources.

RECOMMENDATIONS

Based on the findings from the four project coun-
tries, several recommendations can guide future
projects aimed at advancing women'’s leadership
in public administration. Political support is cru-
cial for the long-term success of action plans. Proj-
ects should involve diverse stakeholders—govern-
ment, civil society, international partners—from

the outset to promote shared responsibility and
sustainability. Clarifying roles and enhancing co-
ordination among gender equality mechanisms at
both national and subnational levels is crucial for
effective action. Action plans should be based on
local needs, capacity and resources, and projects
should allow for flexibility in design and implemen-
tation to fit each country’s unique context.

Addressing cultural barriers to women'’s leader-
ship requires sustained efforts, including public
awareness campaigns, media strategies and com-
munity engagement. Identifying long-term funding
sources, reallocating existing resources and em-
bedding gender equality in national financial plans
are essential for sustaining progress. Regular re-
views of progress should be conducted to ensure
the continued relevance and effectiveness of gen-
der equality initiatives, with potential funding from
development partners for these assessments.
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1. Introduction

The project “Building Capacities for Promoting
Women’s Presence and Leadership within Public
Institutions at National and Local Levels” was im-
plemented by UN DESA in partnership with other
United Nations agencies and national govern-
ments from 2022 to 2024. This initiative aligned
with the 2030 Agenda for Sustainable Develop-
ment, specifically focusing on two key Sustainable
Development Goals (SDGs): SDG 5, which seeks to
achieve gender equality and empower all women
and girls, with an emphasis on increasing wom-
en’'s participation and leadership opportunities
and SDG 16, which promotes peaceful, just, and in-
clusive societies by ensuring responsive, inclusive,
participatory, and representative decision-making
at all levels.

Four countries - Bhutan, Lao People’s Democratic
Republic (Lao PDR), Mauritius, and Senegal - re-
ceived support through this project to develop
and implement action plans that prioritize gender
equality in public administration at national and
local levels. The countries were selected from
among the least developed countries and small
island developing states for the project based on
their socioeconomic contexts, varying progress
in achieving gender parity within the executive
branch of government and their commitment to
addressing gender imbalances.

The project helped these countries identify key

areas for improvement and provided guidance on
the policies and resources needed to drive change
and foster inclusivity in the civil service. This in-
cluded implementing targeted temporary special
measures (such as quotas), recruitment and pro-
motion strategies, and earmarked training bud-
gets for on-the-job professional development and
leadership building for women.

This study outlines the approaches and process-
es employed by these countries and analyses the
strategies they have developed to enhance the
presence and leadership of women in public insti-
tutions. It examines the progress made through-
out the project’s implementation in conducting
national reviews and developing action plans to
address identified gaps, prioritise gender equality
in public administration and support women'’s ad-
vancement into leadership roles. Additionally, the
study explores perceptions of progress, factors
contributing to it and remaining challenges in pro-
moting gender parity in public administration.

This study is relevant to policymakers, advocates,
and stakeholders dedicated to advancing wom-
en’s representation, especially in leadership roles,
within public institutions across diverse cultural
and socio-economic contexts. Based on the les-
sons learned from this project, the study offers
recommendations for future initiatives to advance
gender equality in similar contexts.
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2. Gender Equality in Public Administration

Gender equality’ is crucial for broadening individ-
ual opportunities, achieving a just and sustainable
world and achieving the vision of the 2030 Agenda
for Sustainable Development. It is at the core of
human rights and the values of the United Nations,
embedded in the Universal Declaration of Human
Rights of 1948.

The Committee on the Elimination of Discrimina-
tion against Women (CEDAW), in its General Rec-
ommendation No. 40 (2024) on equal and inclusive
representation, emphasises 50:50 parity between
women and men as a key pillar of decision-mak-
ing systems, meant to be a permanent principle of
good governance, not a temporary measure.?

Despite constituting nearly half of the global civ-
il service, women remain underrepresented at all
levels of public decision-making, particularly at
higher hierarchical levels.® Additionally, their pres-
ence in public administration varies significantly
across policy areas.* For instance, information
technology is one of the areas with the lowest rep-
resentation of women.® The concentration of men
and women in different types of roles, with wom-
en often occupying lower-paying, administrative

positions while men dominate higher-level, deci-
sion-making roles, is referred to as occupational
segregation.®

Increasing women's leadership in both national
and subnational public administration promotes
gender equality and strengthens accountable gov-
ernance. It can also act as a “driver of integrity” by
disrupting collusive networks.” A gender-equal
public administration not only demonstrates a
government’s commitment to gender equality but
also sets a standard for other workplaces. As the
largest employer in many countries, public admin-
istration has both a duty to ensure and significant
potential to promote women'’s right to equal and
full employment and participation.

As noted in the national reviews conducted by
the project countries as well as studies conduct-
ed worldwide? formal equality in laws does not
systematically translate into substantive equali-
ty. Public policies are critical in addressing these
disparities by implementing measures that con-
tribute to promoting equality and fostering a fairer
and more inclusive public administration.

1  According to the UNDP-OECD Framework for Assessing Gender Equality and Women's Leadership in Public Life (Unpublished), gender equality
is defined as equality under the law, equality of opportunity, and equality of voice (the ability to influence and contribute to policymaking). This
encompasses the concept of gender equity in terms of women'’s and men'’s fair and equal access to information, services, justice, resources, benefits

and responsibilities.

https://www.ohchr.org/sites/default/files/documents/hrbodies/cedaw/grecommendations/gr40/CEDAW-general-recommendation-40-flyer.pdf

UNDP, University of Pittsburgh, Gender Equality in Public Administration, 2021, (p. 48). https://www.undp.org/sites/g/files/zskgke326/files/migration/
ao/UNDP_AO_UPitt_2021_Gender-Equality-in-Public-Administration-EN1.pdf

Ibidem, pp. 66, 79.

https:/www.oecd.org/mcm/Policy-Framework-for-Gender-Sensitive-Public-Governance.pdf (p. 8) and Gender Equality in Public Administration report,
figure 4.1 -Women's participation in public administration, by policy area, p. 68.

Ibidem, p.118.
https://www.ohchr.org/sites/default/files/documents/hrbodies/cedaw/grecommendations/gr40/CEDAW-general-recommendation-40-flyer.pdf

See, for example, Spanish Directorate-General for the Civil Service and EUPAN, Gender Equality in the Civil Service, p.2.
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Figure 1 — Project timeline and milestones

November 2022 December 2022 January 2023
Global review of Workshop to validate Online Moodle
laws and the findings of the platform made
policies and review of good available to

practices, laws and
organizational
policies for gender
equality

compilation of
good practices

March - April March 2024
2024 National review in
Capacity Mauritius

development
workshops in
Mauritius

April 2024 June 2024
Regional Regional
workshop in workshop in
Thailand Mauritius

Source: Author’s elaboration.

stakeholders

September 2023
Capacity-building
modules on gender
equality in public
administration
posted on Moodle

March — September
2023

National reviews in
Bhutan, Lao PDR
and Senegal

October 2023
Capacity
development
workshops in
Bhutan and
Lao PDR

November 2023

Capacity
development
workshop in
Senegal

June 2024 December 2024
Global Final project
workshop in evaluation

the Republic

of Korea
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3. Project Approach and Methodology

The project adopted a comprehensive approach
to promoting gender equality in public adminis-
tration in Bhutan, Lao PDR, Mauritius and Senegal
through several key actions. These countries were
selected through a desk review process. Initially,
87 countries were considered, including Least De-
veloped Countries, Small Island Developing States
and other developing countries prioritized by the
project donor. Countries were excluded if they had
a high Fragile State Index, above-average female
representation in public administration, low de-
centralization, lacked statistical data, or did not re-
port challenges in increasing the representation of
women in decision-making roles in their Voluntary
National Reviews. After further screening, Bhutan,
Lao PDR, Mauritius, and Senegal were selected
for their alignment with key criteria, including their
expressed need for capacity-building in promoting
women'’s leadership in public institutions, the in-
clusion of gender equality and women'’s empower-
ment objectives in the United Nations Sustainable
Development Cooperation Framework and syner-
gies with existing UN DESA initiatives.

The project built on the Organisation for Econom-
ic Co-operation and Development (OECD)/UNDP
framework for Assessing Gender Equality in Pub-
lic Life establishing a broad analytical framework
comprising four dimensions of gender equality
in public administration: institutional and policy
frameworks; human resources policies and prac-
tices; evidence and data-based analysis; and so-
cio-cultural factors. Global reviews of laws and

practices® were conducted in 2022-2023 to un-
derstand the current landscape and identify good
practices across different contexts.

Next, the project involved an assessment of each
country’s specific situation through national re-
views (Figure 1 illustrates the timeline for project
milestones). This helped in identifying the unique
challenges and opportunities present in each
country’s public administration landscape.

To foster effective implementation and buy-in, the
project engaged in training and capacity-building
activities with relevant stakeholders at both nation-
al and subnational levels. This ensured that key ac-
tors were equipped with the knowledge and skills
needed to collaboratively develop whole-of-gov-
ernment strategies to promote gender equality.

Following these activities, the project supported
the drafting of national action plans tailored to the
needs and context of each country. These action
plans were designed to address identified gaps
and support the advancement of gender equality
in public administration at all levels.

Finally, the project facilitated learning and ex-
change among countries and stakeholders, in-
cluding through a peer review of the action plans.
This collaborative process helped refine the plans
and increased awareness among public sector
officials and stakeholders about the priorities for
achieving more gender-inclusive leadership in
public administration.

9  See the project website, https://publicadministration.desa.un.org/projects/building-capacities-promoting-presence-and-leadership-women-within-

public-institutions
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Figure 2 — Women's representation in public administration at project inception
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Source: National Review of Bhutan, p.vii; National Review of Lao PDR, p.23; Draft National Review of Mauritius, p.13, and National Review of Senegal (English version), p.2.
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4. Gender Equality in Public Administration at

Project Inception

At the start of the project in 2022, Bhutan, Lao PDR,
Mauritius and Senegal were at different stages in
promoting gender equality in public administration.
While each country had made commitments by
establishing institutional and policy frameworks
to promote gender equality, as outlined in Table
1, challenges persisted, as illustrated in Figures 1
and 2.

Figure 2 shows that, except for Lao PDR, the proj-
ect countries had not reached the global average
of 46 per cent’® women’s participation in public
administration. Figure 3 indicates that although

women made up a large segment of public admin-
istration employees in the four project countries,
they were underrepresented in leadership roles™.
In Lao PDR, women's representation at the lead-
ership level was 17 per cent, versus 20 per cent in
Bhutan and 31 per cent in Senegal—all below or
equal to the global average of 31 per cent for top
leadership positions.’”> Mauritius, however, was
slightly above the global average at 39 per cent,
although this was still lower than the 50:50 recom-
mendation set by CEDAW (see section 2). Data on
women’s representation at the local government
level was unavailable for all the project countries.

Figure 3 — Women's representation in leadership roles in public administration

Bhutan Lao PDR

Mauritius Senegal

Source: Author’s elaboration of data from National Review of Bhutan, pvii, National Review of Lao PDR, p.8, Draft National Review of Mauritius, p.

15 and National Review of Senegal (English version), p.16.

10 UNDP University of Pittsburgh, Pittsburgh op. cit. p. 26.

11 According to UNDP and the University of Pittsburgh, op. cit. p.161, decision-makers are identified “using their job functions, and the extent to which civil
servants perform leadership tasks — managing others, making decisions over budgets and setting agendas. (..) Top leaders are described using terms
such as ‘top-level decision-making positions’ and ‘chief executive positions.” Senior managers are often described as ‘senior managers’ but also with
terms such as ‘senior positions’, ‘senior leaders’, ‘senior officials’, ‘senior civil servants’ and ‘executive levels.”

12 Ibidem, p.43.
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Table 1 - Institutional and policy framework on gender equality at project inception

COUNTRY
BHUTAN

LAO PDR

MAURITIUS

SENEGAL

KEY LEGAL AND POLICY MEASURES

National Gender Equality Policy 2020: aims
to promote gender equality and women'’s
empowerment.

Gender Equality Strategy in the Bhutanese
Civil Service 2018-2023: Aims at creating an
enabling environment, enhancing capacities,
balancing decision-making, mainstreaming
gender in human resource policies, and
monitoring progress to achieve 15 per cent
women's representation at the executive
level by 2023.

Five-Year National Plan of Action on Gender
Equality (2020-2025): sets specific targets
for women'’s leadership and aims to increase
the representation of women in deci-
sion-making positions within the government.

National Gender Policy (NGP) 2022-2030:

KEY ENTITIES

Royal Civil Service Commission and its Secretariat:
central civil service personnel management agency.

National Commission for Women and Children:
national lead agency for promoting gender equality,
established in 2004, and the network of gender focal
points.

The Ministry of Home Affairs: responsible for
creating policies and measures for women to attain
leadership positions at every level.

National Committee for the Advancement of Wom-
en, Mothers and Children: leads the implementation
of the Five-Year National Plan of Action on Gender
Equality.

Lao Women's Union: responsible for, among other
duties, ensuring that women have equal rights and
benefits as men.

National Steering Committee on Gender Main-

maps strategies, governance tools and insti-
tutional settings to “drive and support gender
equality goals.”

National Strategy for Gender Equality and Eq-

uity (2016-2026): aims to eliminate inequali-
ties between women and men.

Gender Parity Law No. 20710-2011 requires
parity between women and men in electoral
lists.

streaming: Established in 2010, monitors the imple-
mentation of the NGP and provides a platform for
exchange for their gender focal points.

Ministry of Gender Equality and Family Welfare: lead
agency on gender mainstreaming.

Ministry of Women, Family, and Childhood Protec-
tion: aims to ensure effective progress in gender
equality, economic and social development and
public management.
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https://lao.unfpa.org/sites/default/files/pub-pdf/national_action_plan_for_gender_equality_eng.pdf
https://lao.unfpa.org/sites/default/files/pub-pdf/national_action_plan_for_gender_equality_eng.pdf
https://laowomenunion.org.la/
https://gender.govmu.org/Lists/DocumentsLinks/Attachments/3/National%20Gender%20Policy%202022-2030.pdf
https://gender.govmu.org/Pages/Gender-Unit.aspx
https://gender.govmu.org/Pages/Gender-Unit.aspx
https://gender.govmu.org/SitePages/Index.aspx
https://gender.govmu.org/SitePages/Index.aspx
https://www.statsenegal.sn/fr/publications/strategie-nationale-pour-lequite-et-legalite-de-genre-2016-2026?utm_source=chatgpt.com
https://www.statsenegal.sn/fr/publications/strategie-nationale-pour-lequite-et-legalite-de-genre-2016-2026?utm_source=chatgpt.com
https://www.loc.gov/item/global-legal-monitor/2010-06-07/senegal-adoption-of-gender-parity-law/

5. Barriers to Women's Leadership Identified by National
Reviews in Bhutan, Lao PDR, Mauritius and Senegal

5.1 |Institutional and
Policy Framework

The national reviews and dialogues conducted
in the four project countries, beginning in 2023,
identified several institutional barriers to women'’s
leadership in public administration, as summa-
rized in Table 2. Despite existing legal and policy
frameworks promoting gender equality, measures
to achieve gender parity are not always applicable
to the civil service or are challenging to implement.
For example, the national review for Senegal not-
ed that Gender Parity Law No. 2010-11, enacted in
2010, does not directly apply to public administra-
tion, highlighting the need to institutionalize gen-
der policies and integrate them into procedures
and initiatives within the public service. Moreover,
the national reviews revealed that most public ser-
vice regulations and policies in the four project
countries are gender-neutral and fail to address
gender-specific needs, with some exceptions for
parental leave and flexible working arrangements.
Reviews in Bhutan and Lao PDR highlighted that
the implementation of gender policies faces
challenges, particularly due to limited human ca-
pacity, financial resources and, in the case of Lao
PDR, the absence of mechanisms to monitor law
implementation. In contrast, the reviews in Mau-
ritius and Senegal point to challenges related to
the institutionalization of these policies. Addition-
ally, the four national reviews highlighted a general
lack of awareness and understanding of current
gender equality policies among civil servants, with
the reviews for Lao PDR and Mauritius specifically
noting this issue at the subnational levels.

Regarding gender infrastructure, the national re-
view in Bhutan indicated that the leading agencies
face challenges related to constrained resources,
limited technical capacity, and a lack of functional
autonomy. It mentioned that the National Commis-
sion for Women and Children (NCWC) has experi-
enced diminished independence in recent years,

operating as a division under the Ministry of Edu-
cation and Skills Development following civil ser-
vice reforms.™ In Lao PDR, the Ministry of Home
Affairs (MoHA) and the National Commission for
the Advancement of Women and Children (NCAW-
MC) lack implementation guidelines to achieve
targets for women’s representation in leadership
positions.’™ In Mauritius, the Ministry of Gender
Equality and Family Welfare (MGEFW) grapples
with human and financial constraints, as well as
insufficient systemic approaches and technical
capacity, hindering effective gender mainstream-
ing."® Challenges related to the gender infrastruc-
ture were not addressed in Senegal’s national re-
view.

National and regional dialogues organized by the
project (see the Annex) emphasized the impor-
tance of addressing human and financial con-
straints while establishing clear roles and sectoral
implementation guidelines to enhance the effec-
tiveness of institutions and mechanisms respon-
sible for gender mainstreaming and promoting
women'’s leadership in the public sector. They also
emphasized the need for all ministries to appoint
and empower designated gender focal points se-
lected based on well-defined criteria, who should
have clearly defined responsibilities, increased re-
sources and the ability to devote time to gender
mainstreaming tasks.

Reported coordination challenges within the
gender infrastructure in Bhutan include unclear
responsibilities and undefined leadership roles
among key entities, such as the Royal Civil Ser-
vice Commission (RCSC), NCWC and line minis-
tries (see Table 2). In Lao PDR there are unclear
interaction mechanisms between NCAWMC, the
Lao Women’s Union (LWU) and MoHA. In both
countries, reviews indicated limited coordination
between the national and subnational levels. Ad-
ditionally, there is a need to empower gender unit
coordinators to improve coordination in Senegal.
Challenges related to lead actors were not ad-

13 The National Review of Senegal (English version), p. 10, states that Law No 2010-11 of 2010 refers to parity among elected officials.

14 National Review of Bhutan, p.7.
15 National Review of Lao PDR, p. 29.
16 Draft National Review of Mauritius, p. 12.
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dressed in Mauritius’s draft national review."”

According to the national review of Bhutan, ac-
countability mechanisms for gender parity are
absent at the RCSC." In Lao PDR, there is a lack
of clarity regarding accountability and reporting
mechanisms. In Mauritius, the implementation
and monitoring functions of the National Steering
Committee on Gender Mainstreaming Account-
ability are not clearly established, and no uniform
reporting process exists. In Senegal, the review
noted insufficient results from existing account-

ability and monitoring mechanisms.

According to Lao PDR'’s review, weak enforcement
and sanctions to address discrimination against
women further hinder effective accountability.
Mauritius’s review emphasised the limited capac-
ity of MGEFW to implement sanctions or incen-
tives,”® which exacerbates accountability challeng-
es. Issues related to enforcement and sanctions
were not examined in the national reviews of Bhu-
tan and Senegal.

17 The National Review of Mauritius, cited as a draft in this study, is awaiting approval from the Ministry of Gender Equality and Family Welfare.

18 National Review of Bhutan, p.7.
19 Draft National Review of Mauritius, p. 12.
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Table 2 - Institutional and policy challenges noted in the national reviews?

CATEGORIES

Legal
frameworks and policies

Implementation

Awareness

Gender infrastructure

BHUTAN

LAO PDR

Policies are mostly gender-neu- Laws and regulations are writ-

tral, except for parental leave
and flexible work.

Ineffective implementation
of gender-equality laws and
policies.

Limited awareness of gender
equality.

Role of the National Commis-
sion of Women and Children
(NCWC) constrained by a lack
of resources and independ-
ence.

Limited institutional capacity
of the Royal Civil Service Com-
mission (RCSC) to advance
gender equality.

ten in gender-neutral terms.

Weak implementation due to
limited human capacity and
financial resources. Absence
of mechanisms to monitor the
implementation of laws and

regulations on gender equality.

Lack of awareness of gender
policies within the public ser-
vice, especially at the subna-
tional level.

Ministry of Home Affairs
(MoHA) and (NCAWMC) lack
implementation guidelines for
achieving targets for women'’s
representation in leadership
positions.

MAURITIUS

Challenges of gender inequal-
ity in legislation and policies.
Human resources policies are
gender-neutral.

Fifteen ministries have gender
policy documents and action
plans. However, they have had
limited success in fully insti-
tutionalizing these documents
and plans.

Lack of awareness of gender
policy and measures at nation-
al and local levels.

SENEGAL

Policies and rules are often
neutral, general and without
consideration of gender. The
gender parity law is not directly
applicable to public adminis-
tration.

Need to institutionalize gender
policies and integrate them
into procedures and initiatives
within the public service.

Lack of gender awareness by
decision-makers in the public
service.

The Ministry of Gender Equality Not addressed in the national

and Family Welfare (MGEFW)
faces human and financial
constraints, as well as insuf-
ficient systemic approaches
and technical capacity, which
hinder effective gender main-
streaming.

20 Information taken from the national reviews of Bhutan, Lao PDR, Mauritius (draft), and Senegal. See the Annex for further information.
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CATEGORIES BHUTAN LAO PDR MAURITIUS SENEGAL

Gender Focal Points Weak role of gender focal Not all ministries have a gen- [ imited time devoted by gender Need to empower gender focal
points due to lack of functional der equality focal point. focal points to gender main-  points.
authority, resources and clear streaming tasks.
responsibilities.

Coordination mechanisms Low coordination between the Unclear coordination and inter- Not addressed in the draft Need to empower gender unit
RCSC, NCWC, and line minis-  action mechanisms between  national review. coordinators.
tries and agencies. NCAWMC, Lao Women'’s Union

Limited coordination capacity (LWU), and MoHA and other

of the NCWC at the national entities and between national
s sl el e and subnational levels.

Accountability mechanisms  Accountability mechanisms are Lack of clarity on accountabili- Implementation and monitor-  Insufficient results from exist-
absent at the RCSC. ty and reporting mechanisms. ing functions of the National  ing accountability and monitor-
Steering Committee on Gender ing mechanisms.
Mainstreaming Accountability
not clearly established - no
uniform reporting mechanisms.

Sanctions and enforcement  Not addressed in the national Weak enforcement and sanc-  Weak capacities of MGEFW Not addressed in the national
review. tions to tackle discrimination  to implement sanctions or review
against women. incentives.
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5.2 Human Resources Policies
and Practices

National reviews in Bhutan, Lao PDR and the draft
national review in Mauritius identified that human
resource (HR) policies and practices in public
administration tend to be gender-neutral or blind,
failing to address the specific needs and experi-
ences of both male and female officials. For in-
stance, Table 3 shows that in Bhutan, recruitment
policies lack explicit targets for the representation
of women in HR bodies. Male officials dominate
recruitment committees in Bhutan's Human Re-
source Committee and Mauritius’s Public Service
Commission. Both countries also reported occu-
pational segregation, particularly at the subnation-
al level. The review in Mauritius highlighted the
importance of considering quotas or temporary
special measures, while the review in Lao PDR
noted the need for special measures targeting
women during recruitment. In Senegal, the lack of
adequate consideration of gender parity among
those with discretionary power in appointments
was emphasized.

The reviews in all four countries show the need for
raising awareness and promoting gender equality
training for staff and managers. In Bhutan, uneven
awareness of gender issues among HR officials
underscores the importance of targeted initiatives
for male leaders and civil servants at both nation-
al and subnational levels. Lao PDR faces similar
challenges, with many staff unaware of existing
gender equality policies within the public sector.
In Mauritius, there is a lack of awareness about
policies promoting gender parity in decision-mak-
ing positions. In Senegal, insufficient capacity and
skills upgrading for officials at the central and lo-
cal levels highlight the need for awareness-raising
strategies to promote gender equality in the public
sector.

The reviews also underscore the need for targeted
training and leadership development for women
to address gender gaps. In Bhutan, regular capac-

ity-building programmes are necessary to empow-
er female civil servants and enhance their leader-
ship potential. In Lao PDR, women have limited
access to training and qualifications, particularly
at the subnational level. Mauritius also faces limit-
ed leadership training opportunities for women. In
Senegal, women officials experience inadequate
training and skills upgrading, and many lack the
time or freedom to pursue further development,
hindering their advancement in the public sector.

The reviews in Lao PDR and Bhutan mentioned
that promotion criteria often disadvantage wom-
en, particularly those on maternity leave, due to
ambiguous prerequisites for promotion (Lao PDR)
21 and exclusion from annual reviews (Bhutan). In
Senegal, where awareness of alternative options
for submitting promotion files is limited, women
find it more difficult than men to navigate adminis-
trative procedures for career progression. Reviews
from all four project countries noted a persistent
de facto salary gap, despite official policies sug-
gesting the contrary. This discrepancy results
from unequal promotion opportunities, disparities
in access to leadership roles, and other contribut-
ing factors.

According to the national review, work-life balance
remains a critical challenge in the project coun-
tries, with disproportionate childcare responsibili-
ties and inadequate infrastructure in Mauritius and
Senegal hindering women'’s career advancement.
While policies addressing work-life balance—such
as paternity leave in Bhutan and Mauritius??—exist,
the reviews note that available measures are often
insufficient as seen in Senegal’s lack of an official
teleworking policy.

Workplace harassment remains inadequately ad-
dressed across the project countries. In Mauritius,
there is no training on workplace harassment. In
Bhutan, sexual harassment incidents are rarely re-
ported due to unclear definitions and low aware-
ness of reporting mechanisms, while Lao PDR and
Senegal reported the lack of such mechanisms.

21 According to the National Review of Lao PDR (2024, p.34), many women civil servants are “confused about the interpretation” and meaning of some of
the additional prerequisites for promotion, such as the “compliance with the Lao Women Union’s slogan for “three goods”: 1) a good citizen, 2) a good

wife, and 3) a good mother”.

22 During the national capacity development workshop in Mauritius, participants mentioned the need for an extended paternity leave beyond the current
allowance of five days. See the Report of the National Workshop for Mauritius, p.16.
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Table 3 — Challenges in human resources policies and practices noted in the national reviews?

CATEGORIES BHUTAN LAO PDR MAURITIUS SENEGAL

Recruitment and placement  Recruitment policies and rules Need for special measures Recruitment policies are Lack of consideration of gen-
lack explicit provisions for targeting women during recruit- gender-neutral at the national  der parity by those who have
gender-responsive actions or  ment processes. and subnational levels. Need  discretionary power in appoint-
targets for women'’s representa- to consider introducing quotas ments.
tion. across public bodies or tempo-

Women are underrepresented rary special measures.

in decision-making bodies Recruitment panels (e.qg. at the
such as the Human Resources Public Service Commission) are
Committee and selection com- male dominated.

mittees. Glass walls (create barriers to
Occupational segregation is the recruitment of women in
prevalent, particularly at the certain occupational fields).
subnational level.

Promotion and advancement Promotion rating rules disad-  Need for a policy change to Promotion policies are gen- Women have less availability
vantage women on maternity  ensure that maternity leave der-neutral at the national and  than men to navigate adminis-
leave. does not hinder women's career subnational levels and perpet- trative procedures necessary

development due to exclusion uate gender gaps in leadership for career progression.
from staff annual reviews. positions.

Women have weak profession-
Ambiguous prerequisites for al networks.

promotion affect the promotion

of female civil servants.

Remuneration There is no formal gender pay  Disparity in the representation  Despite equal pay policies, Remuneration regulations do
gap, but a de facto gap exists  of women at higher salary remunerated participationin  not take gender into account.
due to unequal opportunities  scales or leadership positions  public committees and boards
for women and men. compared to men. is not gender balanced.

23 Information taken from the national reviews of Bhutan, Lao PDR, Mauritius (draft), and Senegal. See the Annex for further information.
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CATEGORIES

Work-life balance

Gender equality training
and awareness-raising for
staff and managers

Training and leadership
development for women

Workplace
harassment protection

21

BHUTAN

Disproportionate childcare
burdens and lack of gender-re-
sponsive infrastructure limit
women'’s career advancement
opportunities.

Need to extend paternity leave
and flexible working arrange-
ments for fathers.

Need to raise awareness
on gender equality for male

LAO PDR

Need for work-life balance
measures, including provid-
ing facilities and services to
address parental needs.

Need to promote a better under-
standing of gender equality as

leaders and civil servants at the staff remain unaware of gender
national and subnational levels. equality policies.

Need to enhance awareness
and capacities on gender
issues among HR officials.

Need for regular capacity build- Women civil servants have
ing programmes for female civil limited access to training,

servants.

Sexual harassment incidents

including leadership training,
especially at the subnational
level as well as opportunities to
achieve qualifications.

Low awareness of what consti-

are rarely reported due to a lack tutes harassment.

of clarity about the types and
nature of sexual harassment
and low awareness of existing
mechanisms.

Need for mechanisms to
address harassment in the
workplace.

MAURITIUS

Need for improved work-life bal-
ance policies and measures to
alleviate women'’s care burden.

Care facilities (for children and
older persons) are lacking.

Need for flexible working ar-
rangements.

Lack of awareness of policy
and measures to promote
gender parity overall and in
decision-making positions at
national and local levels.

Limited training opportunities
in leadership for women.

No training on harassment in
the workplace.

SENEGAL

Policies to promote work-life
balance are rare, and there is
no official teleworking policy in
place.

Absence of childcare facilities
in public agencies.

Need for integrating paternity
leave into public administra-
tion.

Need for awareness-raising
strategies to promote gender
equality in the public sector.

Insufficient capacity and skills
upgrading for officials at the
central and local levels.

Low level of training among
women officials.

Women lack sufficient time
and freedom to pursue further
training.

No specific mechanism to
report sexual harassment and
gender-based violence.
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5.3 Evidence and Data-
based Analysis

National reviews in the project countries reveal sig-
nificant gaps in data and mechanisms necessary
for promoting and tracking progress on gender
equality in public administration, which are sum-
marized in Table 4. A critical issue identified by
all four countries is the lack of sex-disaggregated
data, which hinders effective analysis and under-
standing of gender dynamics within organizations.
This deficiency arises from inadequate agency ca-
pacities for data collection, management, and co-
ordination at both national and subnational levels,
as seen in Bhutan and Lao PDR. Additionally. the
review in Mauritius highlighted insufficient capa-
bilities for measuring the impact of gender equal-
ity initiatives.

Limited use of data and data analysis prevents
identifying specific gender gaps, further challeng-
ing efforts to promote gender parity. For example,
Bhutan's review noted the need to disseminate
its gender indicator handbook and conduct reg-
ular gender-based analyses to understand barri-
ers faced by women civil servants. The review in
Lao PDR highlighted the absence of a database
to monitor gender equality, while the review in
Mauritius emphasised the need for a dedicated

unit within the Commission of Women’s Affairs
to compile and analyse subnational data, as well
as the importance of publishing surveys on staff
harassment conducted by the Ministry of Public
Service, Administrative, and Institutional Reforms.
Lack of data on sex-based discrimination (as re-
ported by Bhutan) and insufficient dissemination
of data (as reported for Mauritius) may impede
the development of targeted interventions and
diminish the visibility of issues affecting women'’s
safety and equality in the workplace.

While the national review of Senegal did not ad-
dress this issue, the reviews in Bhutan, Lao PDR
and the draft national review of Mauritius noted
gaps in monitoring gender parity at decision-mak-
ing levels. For instance, Bhutan's review highlight-
ed the need to incorporate a gender perspective
into human resources audits. Lao PDR's review
highlighted the absence of a monitoring system
to track progress on targets for women in leader-
ship positions, while Mauritius’s review noted the
lack of a comprehensive monitoring and evalua-
tion framework. Regional reviews and dialogues
emphasised that without robust mechanisms to
track and report on gender equality, public agen-
cies cannot monitor progress and ensure account-
ability.
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Table 4 - Evidence and data-based challenges noted in the national reviews?

CATEGORIES BHUTAN LAO PDR MAURITIUS SENEGAL

Data disaggregation Lack of disaggregated data on Absence of gender-spe-  Official statistics do not include sex-disag- Lack of data of data disag-
completed training, promotions  cific data including on gregated data for various (administrative) gregated by executive and
and other human resource-related workplace harassment.  ranks and sectors or sexual harassment in non-executive categories at
statistics. the workplace. the subnational level.

Data capacity building  Need to enhance agency capaci- Need to improve coor- Need to develop the capacity to assess ~ Not addressed in the nation-
ties for collecting, managing and  dination at national and  the impact of measures to achieve gender al review.
utilizing sex-disaggregated data, subnational levels and equality and women’s access to leadership
while improving coordination at  clarify responsibilities for positions.
national and subnational levels.  leading data collection.

Use of data Need to disseminate the gender  Lack of a database to Need to set up a unit within the Commis-  Not addressed in the nation-
indicator handbook. monitor gender equality.  sion of Women Affairs to compile and al review.
Lack of regular gender-based analyse subnational government data.
analysis including of the barriers The results of the surveys of the Minis-
faced by female civil servants. try of Public Service, Administrative and

Institutional Reforms on staff harassment
are not published.

Monitoring mechanisms Need to enhance gender equality Absence of a monitoring Lack of a comprehensive monitoring and  Not addressed in the nation-

monitoring and include a gender  system to track progress evaluation framework and insufficient al review.
perspective into humwan resourc- on targets for women in  human resources within the Gender Unit of
es audits. leadership positions. the Ministry of Gender Equality and Family

Welfare to undertake monitoring and over-
sight. A systematic approach is needed to
monitor progress on gender equality.

24 Information taken from the national reviews of Bhutan, Lao PDR, Mauritius (draft), and Senegal. See the Annex for further information.
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5.4 Contextual Factors

National reviews in Bhutan, Lao PDR and Senegal
and the draft national review in Mauritius, identi-
fied gender roles, social norms, and women'’s un-
equal burden of childcare and domestic responsi-
bilities as key barriers to women's full participation
and leadership in public institutions. As shown in
Table 5, the reviews highlighted the prevalence of
traditional gender roles and occupational segrega-
tion and the persistence of negative gender ste-
reotypes.

For instance, the review of Mauritius reported
that gender stereotypes and family commitments
contribute to the lower representation of women
in leadership roles and recommended a shift in
male attitudes towards sharing domestic respon-
sibilities. In Senegal, the review noted the weight
of customs, traditions, and stereotypes, which re-
strict women to tasks perceived as less demand-
ing, with traditional expectations around family
and mobility further limiting their opportunities.

Reviews underscored biased attitudes toward
women leaders in public administration in Bhutan,
Lao PDR and Mauritius, partly due to the expecta-
tion that women balance work and family respon-
sibilities. The review in Bhutan noted that social
norms and attitudes around traditional gendered
roles among women civil servants reinforce the
belief that men are better leaders. In Lao PDR, the
review mentioned that officials, including female
staff, often prefer not to have a woman as lead-
er. These factors can cause women to hesitate
to pursue promotions or leadership positions, as
reported in the national review of Lao PDR and the
draft national review of Mauritius.

Additionally, Bhutan's review highlighted a culture
that tolerates sexual harassment in public admin-
istration, while Mauritius reported harassment by
male officials unwilling to accept women'’s author-
ity. Harassment was not addressed in the reviews
from Lao PDR or Senegal.
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Table 5 - Socio-cultural factors noted in the national reviews?®

CATEGORIES BHUTAN LAO PDR MAURITIUS SENEGAL

Gender Stereotypes Prevalence of stereotypes Need for a mindset shift from Gender stereotypes persist Persistent weight of customs, tradi-
around occupational seg- negative (gender) stereotypes?.  across public administration tions and stereotypes.
regation and traditional and are among the reasons For certain civil servants, gender “is
gender norms. Perceived explaining the lower percent- other people’s business".,
traditional gendered roles ages of women in leadership
are prevalent, particularly positions.

at the subnational level.

Traditional Gender roles  Women's disproportionate Many women hesitate to pursue ~ Some women avoid pursuing ~ Women are most often confined to
burden of childcare and  promotions or leadership posi- higher public administration tasks that require less physical effort
domestic responsibilities. tions, due to fear of additional positions because of family (secretarial work, assistance, etc.).

burdens and the perception of commitments.
needing to meet extra prerequi-
sites?’.

Problems linked to the mobility of

A change in the mindset of men married women as they are perceived
to share household responsibili- to have to stay near their home area,
Men can socialize after work, but ties is required. especially when they have a family.
women are expected to handle

household chores and childcare.

Attitudes and perceptions The existence of social  Officials, including female staff, ~ Some men in public adminis-  Not addressed in the national review.

towards women in norms and attitudes often prefer not to have a woman tration still have biases against

leadership positions around traditional gen-  as leader. women in leadership positions.
dered roles among wom-
en civil servants reinforc-
es the belief that men are
better leaders.

Women in leadership roles are
expected to come from financially
independent families and be mar-
ried with a “complete and warm
family,” while performing “tasks as

men would”.
Harassment culture Prevalence of a culture ~ Not addressed in the national Harassment of women in senior Not addressed in the national review.
that tolerates incidents of review. roles by male officials unwilling
sexual harassment. to accept their authority.

25 Information taken from the national reviews of Bhutan, Lao PDR, Mauritius (draft), and Senegal. See the Annex for further information.
26 The national workshop further highlighted that a male-dominated culture makes it difficult to challenge gender stereotypes.
27 See footnote No. 22.
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6. Areas of Focus Chosen by Project Countries in

their Action Plans

As part of the project, Bhutan, Lao PDR, Mauri-
tius, and Senegal have developed action plans
designed to address barriers identified in their re-
spective national reviews.

At the end of a national capacity development
workshop, with the assistance of a national con-
sultant, each project country developed a draft
action plan. The national consultants then worked
with government officials from the project coun-
tries—Bhutan's NCWC, Lao PDR's MoHA and
NCAWMC, Mauritius’s MGEFW, and Senegal’s for-
mer Ministry of Women, Family, and Child Protec-
tion—to finalise and validate each draft action plan.

Each project country subsequently presented its
draft action plan in a regional workshop, attend-
ed by government officials and other stakeholders,
under the guidance of the United Nations. This
workshop provided an opportunity for validat-
ing and peer reviewing the plans from a regional
perspective. Feedback gathered during the work-
shops contributed to the finalisation of the plans
by each country’s government, with ongoing sup-
port from the national consultants.

In line with a pre-established template provided by
UN DESA, the action plans include a description
of actions, their objectives, indicators, means of
verification, timeframes, necessary resources, re-
sponsible entities, and the required capacities for
each action.

The four plans follow the general structure of the
national reviews and encompass three broad di-
mensions: institutional and policy frameworks,
human resources policies and practices. and ev-
idence and data-based analysis. Each of these
dimensions is examined in the following sections.

6.1 Institutional and
Policy Framework

The action plans developed by the four countries
highlight significant commitments to address in-
stitutional barriers to women'’s leadership in public
administration, summarized in Table 6. At the le-
gal and policy level, Bhutan’s action plan focuses
on strengthening provisions in the National Gen-
der Equality Policy to enhance women's leadership
in public administration and revising its 2023 Civil

Service Rules and Regulations. Lao PDR’s plan
envisions the revision of existing laws and regu-
lations with a gender lens. The plan for Mauritius
aims for gender parity in senior official postings,
although it does not specify the legal implications
of this goal. Senegal’s plan considers the drafting
of a bill to promote gender equality in public ad-
ministration.

The plans envision different ways to enhance pol-
icy implementation. Bhutan's plan refers to the
issuance of executive orders and notifications re-
quiring ministries and agencies to address gender
equality gaps. Lao PDR’s plan mentions adminis-
trative decrees to guide the implementation of re-
vised policies and improve reporting mechanisms.
Senegal’s plan refers to an implementing decree
for gender equality in labour law and the need to
continue institutionalizing gender across minis-
tries.

The four plans also identify ways to address the
lack of awareness of gender equality issues among
civil servants, including: launching gender aware-
ness programmes for senior managers in Bhutan;
organizing policy dialogues and workshops to en-
gage stakeholders at the national and subnational
levels in Lao PDR; conduct information, education,
and communication programmes to raise aware-
ness of gender parity in decision-making in Mau-
ritius; and conducting an awareness campaign to
promote the National Strategy for Equity and Gen-
der Equality in Senegal.

In terms of gender infrastructure, Bhutan's plan
aims to strengthen the capacity of the NCWC to
lead national gender initiatives. Lao PDR’s plan
aims to define the roles and responsibilities of key
institutions involved in gender equality. Senegal’s
plan aims to institutionalize gender equity units
across sectoral ministries.

Regarding gender focal points, Bhutan's plan aims
to review and strengthen their roles across pub-
lic agencies at the national and subnational levels.
Lao PDR's plan envisions mapping existing gender
focal points and creating a network to facilitate
collaboration. Senegal’s plan aims for all gender
units to have a designated gender focal point.

The plans also include actions to improve coordi-
nation. Lao PDR’s plan aims to enhance cross-sec-
tor and inter-ministerial collaboration. Bhutan's
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plan foresees to hold a coordination meeting with
heads of agencies and senior management. Sen-
egal’s plan aims to implement control and regula-
tion measures at both national and local levels.

Moreover, Bhutan's plan intends to enhance mon-
itoring and accountability of gender equality prog-
ress across civil service agencies. Lao PDR’s plan
intends to define institutional oversight functions

to ensure accountability for gender equality poli-
cies. Senegal’s plan envisions the establishment
of a National Observatory on Workplace Discrimi-
nation, the enhancement of accountability through
gender audits, and stricter enforcement of gender
equality regulations at the workplace. None of the
action plans include sanctions to strengthen the
enforcement of accountability measures.
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Table 6 - Commitments in the action plan to transform the institutional and policy framework?®

CATEGORIES

BHUTAN LAO PDR

MAURITIUS

SENEGAL

Enhancement of policy
and legal framework
implementation

Enhanced awareness

Develop administrative instructions,
executive order or Decree, or Minister’s
instructions on how to implement the
updated/revised policies mechanisms
for online reporting.

Strengthen provisions to en-
hance women'’s presence and
leadership in public adminis-
tration in the National Gender
Equality Policy.

Revise the Bhutan Civil Service
Rules and Regulations (BCSR)
2023 to further enhance pro-
visions on gender equality in
public administration.

Issue executive orders and
notifications mandating minis-
tries and agencies to implement
interventions to address gender
equality gaps.

Carry out gender awareness and Initiate policy dialogue, and dissemi-
sensitization programmes for  nation workshops at the national and
senior managers and relevant  subnational level.

officials.

Not included in the action
plan.

Raise awareness con-
tinuously on equal
representation and
participation of men and
women in decision-mak-
ing through gender-re-
sponsive information,
education, and communi-
cation programmes using
innovative tools. Target
audience: Public officers/
Local Authorities.
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Issue the implementing
decree of the law for the
effective consideration of
gender equality in the labour
sector (...).

Continue the process of
institutionalizing gender in
sectoral ministries.

Conduct an awareness and

dissemination campaign so
that stakeholders and recip-
ients take ownership of the

National Strategy for Equity
and Gender Equality.



CATEGORIES

Gender infrastructure

Gender Focal Points

Coordination mechanisms

BHUTAN

Strengthen the institutional
capacity of the National Com-
mission for Women and Chil-

LAO PDR MAURITIUS

Define oversight functions, roles and re- Not included in the action
sponsibilities of related key institutions: plan.
National Committee for the Advance-

dren to effectively discharge its ment of Women, Mother and Child,

functions as national gender
machinery.

Review the terms of reference
of Gender Focal Points (GFPs)
and system of appointment to
strengthen their roles across
public agencies, at the national
and subnational levels.

Coordination meeting/ engage-
ment with heads of agencies

Ministry of Home Affairs, Lao Women's
Union, etc.

Identify key existing focal points in line  Not included in the action
ministries/ departments at both national plan.

and subnational levels, and specify their

roles (terms of reference).

Develop gender focal points/stakeholder
mapping (also containing contact details
of focal points from line agencies).

Establish gender equality in public ad-
ministration (GEPA) networking groups,
so that the key GEPA focal points can
link up and provide support inside/out-
side their own agencies.

Not included in the action
plan.

Increase coordination mechanisms.
Develop a mechanism for the coordina-

and senior management to take tion of divisions across sectors at the

stock of progress and discuss
issues on gender equality.

Accountability mechanisms Develop and implement inter-

Sanctions and Enforcement Not included in the action plan. Not included in the action plan.
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ventions to enhance accounta-
bility of gender equality results
across civil service agencies.

Strengthen monitoring of gen-
der equality results/progress,

including enhancing the gender

equality monitoring system.

administrative level.

Increase (...) accountability mechanisms. Not included in the action
Define oversight functions/ roles and re- plan.
sponsibilities of related key institutions.

Not included in the action
plan.

SENEGAL

Continue the process of
institutionalizing gender in
sectoral ministries.

Generalization of the desig-
nation of GFPs at the gender
cell level.

Implement control and
regulation mechanisms at
the national and local levels
with the integration of gender
units of ministries.

Establish a National Observa-
tory on Workplace Discrimina-
tion. Conduct gender audits.

Implement control and
regulation mechanisms at
the national and local level
with the integration of gender
units of ministries.

Not included in the action
plan.
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6.2 Human Resources Policies
and Practices

The action plans include a range of measures,
summarized in Table 7, which aim to enhance
human resources policies and practices to pro-
mote gender equality. To accelerate the recruit-
ment of women into leadership positions while
addressing structural inequalities and occupa-
tional segregation, Bhutan’s plan considers imple-
menting temporary special measures including
gender-responsive recruitment systems, such as
gender-balanced interview panels and ensuring
equal representation of women in human resourc-
es committees. Mauritius’s action plan aims to
ensure that human resources guidelines for in-
terview panels in public administration, including
local authorities, are gender inclusive. Senegal’s
plan emphasises the promotion of a skilled and
gender-diverse workforce, with plans to rotate the
presidency of competitive exam juries and recruit-
ment committees to ensure gender balance.

Regarding promotion and advancement, Lao PDR’s
plan sets a target to increase the representation of
women in leadership roles, aiming for 25-30 per
cent of women to be promoted to Director Gener-
al positions by 2030. Regarding remuneration, the
action plans of the four countries do not include
specific measures, although Bhutan'’s plan aims to
integrate gender equality into staff remuneration
through the ongoing revision of the Bhutan Civil
Service Rules (BCSR).

The plans also consider measures to improve
work-life balance. Bhutan’s plan refers to provid-
ing workplace childcare facilities, promoting flexi-
ble working arrangements and creating gender-re-
sponsive infrastructures and services. In Mauritius,
the plan proposes advocating for a five-day pater-
nity leave on full pay to encourage men to share
childcare responsibilities, along with improving
family leave mechanisms for the care of elderly
persons and children. Senegal’s plan refers to the
development of a programme to better reconcile
family and professional life for civil servants.

The four plans identify actions for raising aware-
ness and promoting gender equality training for

staff and managers. Bhutan's plan integrates
gender equality training into pre- and in-service
programmes for civil servants, including senior
managers, gender focal points, and human re-
sources officers. It also promotes male allies
as gender champions through awards and talk
shows. Lao PDR’s plan aims to expand access to
gender equality training by developing a curricu-
lum, guidelines, and training trainers, with specific
targets for female civil servants to attend training
programmes. Mauritius’s plan focuses on building
leadership, managerial and decision-making skills
for officials in decision-making roles, with an em-
phasis on gender inclusion, following a training
needs assessment. It envisions providing ongoing
professional development for officers in leader-
ship, management, and decision-making with a
gender lens. Senegal’s plan aims to organise work-
shops and forums to strengthen officials’ capacity
on gender issues.

The reviews also include targeted training and
leadership development for women to address
gender gaps. Bhutan's plan prioritises capaci-
ty-building programmes for current and potential
women leaders, including mentoring, coaching,
and knowledge-sharing forums. Lao PDR'’s plan
aims to set targets for female civil servants to at-
tend leadership development courses. Senegal’s
plan proposes a communication campaign to en-
courage women'’s participation in decision-making
Additionally, both Bhutan’s and Lao PDR's plans
focus on improving ICT training access to female
civil servants. Bhutan's plan aims to identify their
ICT capacity needs, while Lao PDR’s plan prioritis-
es reducing the gender gap in technology through
ICT training.

In terms of harassment protection, Bhutan's plan
envisions the strengthening of mechanisms to
address sexual exploitation, abuse and harass-
ment in the workplace. Mauritius’s plan includes
the establishment of a system to address harass-
ment, including sensitization campaigns, aware-
ness-raising activities and a toll-free complaint
line. Senegal’s plan includes the development of
a manual on sexual harassment in the workplace.
Lao PDR’s plan only refers to assessing sexual ha-
rassment in the public sector.
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Table 7 - Commitments in the action plan to transform human resources policies and practices?

CATEGORIES BHUTAN LAO PDR MAURITIUS SENEGAL

Recruitment Develop and implement temporary special meas- Not included in the action plan. Ensure that the human Establish a rotating

and placement ures to enhance women'’s presence and leader- resources guidelines for  presidency within com-
ship in the civil service, including: interview panels for public petitive exam juries and

administration including  recruitment committees

« Gender responsive recruitment systems o
Local Authorities include to ensure balanced gen-

(e.g. gender-balanced panel, gender-related

questions i the interviews): both genders. der representation.
+ Equal representation in decision-making
bodies for example human resources com-
mittees.
Unspecified measures to address structural
inequalities and occupational segregation.
Promotion Not specifically addressed in the human resourc- Target of 25-30 per cent of Not included in the action Not included in the
and advancement es section of the action plan, but the revision women in Director General plan. action plan.
of the Bhutan Civil Service Rules (BCSR) and positions by 2030 (210-300
Regulations aims to promote gender equality in  women).
) L
staff promotions, among other objectives®. Provide technical leadership
and political theory training for
women because this is a key
requirement for career advance-
ment.
Remuneration Not specifically addressed in the human resourc- Not included in the action plan. Not included in the action Not included in the
es section of the action plan, but the revision plan. action plan.

of the BCSR aims to promote gender equality in
staff remuneration among other objectives®.

29 Excerpts from the four action plans for promoting gender equality in public administration in Bhutan, Lao PDR, Mauritius, and Senegal. See the Annex for further information.
30 Bhutan, National Action Plan to Promote Gender Equality in Public Administration, p. 15.
31 Ibidem, p. 15.

31 PROMOTING WOMEN'S PRESENCE AND LEADERSHIP IN PUBLIC INSTITUTIONS: INSIGHTS FROM A PROJECT IN BHUTAN, LAO PDR, MAURITIUS AND SENEGAL



CATEGORIES BHUTAN LAO PDR MAURITIUS SENEGAL

Work-life balance Develop and implement measures to address Not included in the action plan. Advocate paternity leave Develop a programme
barriers faced by working parents including for 5 days on full pay to reconcile family and
measures to enhance work-life balance: (outside of vacation professional life.

leave) to encourage men

+  Workplace childcare facilities O
to share responsibilities

* Work from home and flexible working ar- for childcare.
rangements )
' L Improve mechanisms
*  Gender-responsive facilities, infrastructures, for family leave to care
and services. for elderly persons and
children.
Gender equality training Build gender capacities of civil servants includ- Promote and increase the Provide continuous pro-  Raise awareness
and awareness-raising  ing sr. managers through: number of civil servants with  fessional development for among communities
for staff and managers . Integration in the pre-and in-service training 2CCeSS to and understanding ~ “administrative cadre. and administrative

authorities about the is-
sues of gender integra-
tion in commissions.

of gender equality in public

_ . administration and other issues

» Development and integration of a module on re|ated to women's equality:
gender equality in the civil service training

institutes; Build the capacity of
officers of administrative

cadre in managerial/

tab (ZEST system): . Dlssgmlnate mstructlor?s Igadershlp skills/ deci- Organize workshops at
o and implementation guide- sion-making through a local level and forums
*  Targeted gender training programmes for lines; gender lens. at national level to
senior managers, gender focal points and strengthen officials’

human resources officers. + Develop a training curricu-

. . lum and training sessions capacities.
Institute and promote gender role models, in- on gender equality and
cluding fostering gender champions among men GEPA.

as allies and advocates within the civil service

through awards and talk shows. *  Train GEPA resource per-

sons - training of trainers.
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CATEGORIES BHUTAN LAO PDR MAURITIUS SENEGAL

Training and leadership Develop and implement targeted capacity build-  Set specific targets for female Conduct trainings needs  Carry out a commu-
development for women ing and empowerment programmes for actual  civil servants to attend various assessment at decision  nication campaign to

and potential women leaders, including mentor- training courses. making position for encourage the partici-
ing and coaching. Improve ICT technical capacity o‘fﬁcerfj at the administra- p'at‘lon of vlzomin (|jn de-
Institute knowledge-sharing forum for senior/  and knowledge and reduce tive cadre. cision-maxing bodles.
mid-level female civil servants to share their gender gap in IT.
experiences, issues, challenges and build their
confidence.
Identify Information, Communication and Tech-
nology (ICT) capacity needs of female civil ser-
vice, particularly in the support service category.
Workplace Strengthen mechanisms to address sexual Assess sexual harassment at  Put in place a mechanism Develop a manual on
harassment protection  exploitation, abuse and harassment at the work- the workplace in the public (sensitization; raising sexual harassment in
place. sector. awareness; possibility of  the work environment.

toll-free line and com-
plaint desk) to address
harassment at the work-
place.
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6.3 Evidence and Data-
based Analysis

The action plans include a series of measures
aimed at strengthening national frameworks for ev-
idence and data-based analysis to support gender
equality in public administration, as summarised
in Table 8. A key priority for all four countries is
improving data disaggregation. In Bhutan, the ac-
tion plan focuses on enhancing the civil service
database with gender-disaggregated data across
all levels, positions and sectors and developing
a guidance note on data collection and manage-
ment. Lao PDR’s plan seeks to establish a national
gender database system to collect sex-disaggre-
gated data for both decision-making and non-deci-
sion-making positions, with systematic reporting
from each ministry at all levels. Mauritius’s plan
envisions the collection of sex-disaggregated
data for the publication of a Gender Statistics in
Public Administration Yearbook, which would be
managed by Statistics Mauritius. Senegal’s plan
envisions the creation of a national data manage-
ment platform that disaggregates information by
gender and the strengthening of advocacy for con-
solidating gender data at the central level.

The four plans also focus on building data capaci-
ties. Bhutan's plan aims to enhance the capacity of

relevant agencies on gender-disaggregated data
collection, management, and use. Lao PDR'’s plan
prioritizes improving civil servants’ capacities to
access and interpret gender data. Senegal’s ac-
tion plan envisages building the capacity of actors
involved in gender-responsive data collection and
analysis through training sessions at both central
and territorial levels.

In terms of data usage, Bhutan intends to publish
periodic gender-disaggregated reports to assess
gender equality within the civil service including
measures taken by ministries and agencies to
address gender issues and mainstream gender
into organizational climate surveys across agen-
cies. Senegal’s plan includes the use of data to
carry out gender sectoral studies to identify and
address gender disparities in various sectors.

The plans also refer to the strengthening of mon-
itoring systems on gender equality. For instance,
Lao PDR’s plan aims to create a monitoring mech-
anism to track implementation progress with clear
key targets, indicators and tools, coordinating
with line ministries and ensuring adequate budget
allocations. Senegal’s plan intends to establish a
monitoring and evaluation system within the MGE-
FW, preparing periodic reports to assess progress
on gender equality.
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Table 8 - Commitments in the action plan to enhance evidence and data-based analysis®?

CATEGORIES

BHUTAN

LAO PDR MAURITIUS

SENEGAL

Data disaggregation

Data capacity building

Strengthen the existing civil
service database to include
gender-disaggregated informa-
tion at all levels (national and
subnational) across all posi-
tions and sectors.

Develop a guidance note on
collection, management and
use of gender- disaggregated
data within the public adminis-
tration including a data sharing
protocol.

Build capacities of the National Provide GEPA-related

Commission for Women and
Children, Royal Civil Service
Commission, National Statisti-
cal Bureau and relevant agen-
cies on gender-disaggregated
data collection, management,
and use.

Establish a national Collect sex-disaggregated
gender database system data for the publication of a
for sex-disaggregated Gender Statistics in Public
data that includes deci-  Administration Yearbook
sion-making and non-deci- (responsibility assigned to
sion-making positions. Statistics Mauritius).

Systematic reporting from
each ministry from nation-
al to subnational levels.

Build capacity of statistics
unit in each ministry to
collect, analyse and share
sex —disaggregated data
using e-HR systems.

digital training on data
collection and storage
techniques.

Provide on-the-job training
on how to access, read
and interpret gender data.

Establish a national information and data
management platform disaggregated by
gender.

Strengthen advocacy for the consolidation
of gender-sensitive data at the central level.

Strengthen the capacities of actors in the
production of gender-sensitive disaggregat-
ed data.

« Training session for actors at central
level

« Dissemination session at territorial level

Strengthen the capacities of agents on data
collection and analysis tools.

Strengthen the capacities of consultants on
gender-sensitive data analysis methodology.

Fund doctoral research grants, articles or
certifications on data production on special-
ist topics that are not covered by standard
surveys.
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CATEGORIES BHUTAN LAO PDR

Use of data Compile and publish periodic ~ Not included in the action

gender disaggregated informa- plan.
tion and thematic analysis on

the situation of gender equality
within the civil service, includ-

ing progress, gaps, opportuni-

ties.

Mainstream gender into the
organisational climate survey
of respective agencies.

Publish an annual “state of
gender equality” report includ-
ing measures taken by respec-
tive ministries and agencies to
address gender issues.

Monitoring mechanisms Implement interventions to Establish a monitoring
strengthen monitoring of mechanism to track
gender equality results and implementation progress

36

progress, including enhancing  with specific key targets,
the gender equality monitoring indicators and tools.

system. . Coordinate with line

ministries/depart-
ments via gender
focal points;

+  Assist line ministries
in establishing their
implementation
plan and monitoring
system;

+  Line ministries to allo-
cate a suitable budget
for implementation.
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MAURITIUS SENEGAL

“(..) evidence-based gender Carry out gender-sensitive sectoral studies.
policy-making (...)".

Establish a monitoring Establish a platform monitoring and evalua-
system at the level of the  tion mechanism.

Ministry of Gender Equality
and Family Welfare for the
collection of accurate, rele-
vant and adequate data.

Preparation of periodic reports.



7. Perceptions of Progress and Remaining Challenges

The project’'s main outputs at the national level
were the action plans on gender equality in public
administration. At the end of the project in Decem-
ber 2024, action plans had been developed in the
four countries. However, the action plan had been
formally adopted by the Government only in Bhu-
tan. In the three other countries, the formal adop-
tion and proper institutionalization of the plans
were still pending.

The project did not extend to the implementation
of the national action plans. Whether these plans
are adopted by the government and owned by all
relevant actors and how they might guide action
in coming years, will impact progress on gender
equality in public administration in the four coun-
tries.

The following sections analyse stakeholders’ per-
ceptions of the action plans, drawing on feedback
gathered during workshops organized by the proj-
ect and consultations conducted as part of the
external evaluation of the project. They aim to
explore the feasibility of implementing the action
plans, identify additional elements that may need
to be addressed and examine remaining challeng-
es and the critical steps required for successful
implementation.

7.1 Stakeholder Perceptions of the
Action Plans and Their Likelihood of
Implementation

Bhutan

Bhutan’s action plan was formally adopted by the
Government in November 2024. It outlines several
risks,* including a limited understanding of gender
equality and its barriers, especially among local
civil servants and insufficient sectoral ownership
and accountability, with misconceptions about
gender equality roles and limited technical ca-
pacity for gender mainstreaming, potentially also
undermining institutionalization and sustainability
of the plan. Additionally, the plan highlighted that

socio-cultural norms around women'’s leadership
and gender roles may slow progress in promoting
women'’s presence and leadership in public admin-
istration. Limited budget and resources could also
constrain the scope and impact of gender equality
initiatives.

Information from stakeholder consultations
during the project evaluation®* indicates that the
government of Bhutan has aligned the action plan
with the five-year plan cycle (2024-2029). However,
there is a need for continued technical and finan-
cial support to implement the plan, as it requires
consistent advocacy, awareness-raising and poli-
cy changes. To mitigate these risks, Bhutan envi-
sions regular awareness and advocacy efforts for
civil servants, ongoing dialogue between leading
public institutions, line ministries, and local gov-
ernments, as well as continuous monitoring, sup-
port, and gender-disaggregated data collection.
The plan has been presented to the RCSC to deter-
mine the steps needed for successful implemen-
tation, with agencies taking responsibility for exe-
cuting the plan. Despite concerns about mobilizing
resources for some activities, initial actions have
begun. They include orienting agencies on their
responsibilities, disaggregating data by sex and
region, and securing commitment from gender fo-
cal points. Civil service managers were consulted
and many have accepted the action plan. A draft
of sexual harassment standard operating proce-
dures is in place and a request has been made
to the RCSC to include a gender course for civil
servants and a gender component in civil service
examinations. Additionally, the RCSC was asked
to incorporate specific gender equality measures
in the RCSC dashboard to support the evaluation
of progress.

Lao PDR

Stakeholder consultations at the end of the proj-
ect®® revealed that the implementation of Lao
PDR'’s action plan will require support in terms of
technical expertise. Furthermore, there are con-
cerns about the action plan’s effective implemen-
tation, should the MoHA not secure the required
financial resources. It was noted that the govern-

33 Bhutan, National Action Plan to Promote Gender Equality in Public Administration, p. 7.

34 Summary of Information on Project Countries’ Action Plans — Future implementation, Source: Stakeholder consultations, shared by the project

evaluator.
35 Ibidem.
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ment may not be able to execute all activities as
planned. For instance, the review and development
of legislation could face delays due to the lengthy
amendment procedures, which take time to be en-
dorsed and enforced. Additionally, turnover within
government agencies and the need for better co-
ordination among agencies highlight the necessity
for both internal and external resources to support
implementation. A lack of monitoring and evalua-
tion by relevant stakeholders, along with challeng-
es in managing the systematic collection of data,
further complicates the process.

A key challenge to the successful implementation
of the action plan, particularly in promoting gen-
der equality in the public sector, is fostering under-
standing and recognition of women'’s leadership.
Stakeholders mentioned that this challenge can
be addressed over time. Thus, there is a positive
outlook for pursuing the action plan in coordina-
tion with other development agencies. Given that
there was no prior action plan on gender equality
in Lao PDR, the government will take responsibil-
ity for its implementation, recognizing the impor-
tance of this initiative as highlighted in stakehold-
er consultations.

Mauritius

Stakeholders in Mauritius® mentioned that be-
cause the participants in the action plan validation
workshops held senior positions within the public
sector, there is an expectation that they will con-
tinue to advocate for the implementation of the
action plan. The plan was also disseminated to
all ministries to allow them to provide their views
and comments, as its implementation will involve
agencies throughout the public sector. Several
factors will influence the implementation of the
action plan, including political commitment by
the new government after the National Assembly
Elections held in November 2024.

Funding is also a critical factor in implementing
the activities outlined in the action plan. Once the
action plan is approved by the Cabinet, a round-
table meeting with development partners will be
necessary to discuss funding. Another key factor
is the commitment from the MGEFW. The minis-
try has stated that it will lead certain sections of
the action plan, but the Ministry of Public Service
Administrative and Institutional Reforms will be
responsible for leading gender equality initiatives

36 Ibidem.
37 Ibidem.

within the public sector. Stakeholders perceived a
need for greater proactivity within the ministry to
drive the action plan forward. Additionally, to ad-
vance the agenda that the action plan supports, a
shift in societal mindset will be required. A review
of the existing legislation is necessary, though
legislative changes will be a lengthy process, es-
pecially because of the perception, held by some
stakeholders, that focusing on gender is discrimi-
natory.

Senegal

Limited feedback was gathered from stakeholder
consultations in Senegal,®” aside from the recog-
nition that the results of the project and national
review are valuable for advocacy and generating
commitment from authorities to strengthen the
presence and leadership of women in the public
sector. As in the other countries, stakeholders in
Senegal also highlighted the need to secure fund-
ing and move forward with the implementation of
the action plan.

7.2 Institutional Roles and Political
Will in Action Plan Development

Political will and appropriate institutionalization
of the national action plans will be critical to their
impact. In this regard, the roles taken by specific
institutions in the development of the action plan
are crucial in understanding the political will be-
hind the plan and the level of support it has gar-
nered.

In some project countries, such as Bhutan and Lao
PDR, key government officials were fully involved
throughout all stages of capacity development, in-
cluding the drafting and refinement of the action
plans. In Bhutan, this process culminated in the
formal adoption of the plan by the NCWC, while
in Lao PDR, the action plan will be reviewed and
finalised through an inter-ministerial consultation
chaired by MoHA. A second consultation will vali-
date the action plan with the participation of gov-
ernment line ministries among other stakeholders.
MoHA will then submit the finalised plan to the
Office of the Prime Minister for final endorsement.

In Mauritius, initial exchanges between the MGEFW
and the Ministry of Public Service Administrative
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and Institutional Reforms led to the identification
of the former as the lead agency for developing
the action plan. However, during the regional work-
shop to peer review the plan, it became apparent
that the latter Ministry needed to be more involved.
This prompted concerns regarding the leadership
of the initiative within the country. The report of
the event noted that the designation of the entity
responsible for gender equality in the public sec-
tor had “not yet (been) finalized, as all ministries
need to have an opportunity to comment on the
draft action plan before it is approved” requiring
“another stakeholder meeting (...) to finalize institu-
tional arrangements.”3®

In Senegal, the former Ministry of Women, Fam-
ily and Child Protection took a strong leadership
role during the capacity-building and action plan
development phases of the project. However, the
political transition following the 2024 elections
shifted the momentum. The delegation from Sen-
egal that attended the June 2024 regional work-
shop to peer review and refine the action plan, was
led by the Ministry of Civil Service and Public Ser-
vice Reform. Adopting the action plan remains a
significant challenge “due to the change of Pres-
ident of the Republic and Government during the
programme’s implementation.”?® This highlights
the need for “sensitization among ministries in
charge of civil service and family issues to ensure
the plan's adoption.”®® Participants in the Africa
regional workshop emphasized the importance of
strengthening synergies within the gender equali-
ty institutional framework,*' securing political will,
and establishing effective government structures
to support the plan’s success.*?

Key institutional challenges for the effective imple-
mentation of the action plans include the need to
improve coordination among the various entities
that make up the gender machinery (see section
6.1). The extent to which the project has facilitat-
ed collaboration among key state actors is unclear

in most project countries. Bhutan is the exception,
where the responsibilities of the NCWC and the
RCSC are clearly outlined in the action plan. Lao
PDR’s action plan proposes strengthening coordi-
nation and accountability mechanisms by defin-
ing the oversight functions and responsibilities of
key institutions, such as NCAWMC, MoHA, LWU,
as well as developing coordination mechanisms
across sectors at the administrative level.** How-
ever, since these roles were not clearly defined be-
fore drafting the action plan, there are concerns
about whether the plan can effectively address co-
ordination gaps among these institutions.

In Senegal, although the plan acknowledges the
need to continue institutionalizing gender policies,
as highlighted in the national review,* our analysis
identifies a lack of detail on how to strengthen the
coordination role of the Ministry of Family (pre-
viously the Ministry of Women, Family and Child
Protection). Additionally, the plan does not speci-
fy how coordination between national and subna-
tional levels will be improved to support women'’s
career advancement in public administration. Sim-
ilarly, in Mauritius, there is a need for measures to
promote a coordinated approach across minis-
tries.®

7.3 Stakeholder Engagement
in the Development of the
National Action Plans

The project engaged a wide range of stakehold-
ers, though there were notable variations across
countries. After the national reviews, project activ-
ities involved a total of one hundred organizations
across the four project countries, with the majority
being national governments, followed by subna-
tional governments and a smaller number of CSOs,
as shown in Figure 4.

38 UN DESA, UNDP, Regional Workshop, Promoting the Presence and Leadership of Women Within Public Institutions at the National and Local Levels in
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Figure 4 — Stakeholder organisations participating in project activities*

m National government

Source: Author’s elaboration.

When disaggregating the stakeholder organisa-
tions by country, the proportion of national versus
subnational government entities varies. For exam-
ple, Mauritius had the highest representation of
local government entities (23), indicating strong
subnational government involvement, while Lao
PDR had no representation from subnational gov-

= Subnational government

m Civil Society

ernments. This suggests that stronger engage-
ment from local governments in some countries
could be key to driving gender parity at the grass-
roots level, where disparities are more entrenched.
Other countries may require additional support to
enhance participation at the subnational level.

46 Elaboration of figures from attendance sheets of national capacity development workshops held in Bhutan, Lao PDR, Mauritius, and Senegal, regional

and global workshops.
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Figure 5 — Stakeholder organizations by country#’
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In terms of CSO engagement, Senegal had the
highest number of CSOs (9) involved, reflecting a
strong commitment from civil society to support
the gender parity agenda. However, countries like
Bhutan and Mauritius did not engage CSOs at all,
highlighting a potential gap in involving these key
stakeholders. The global lesson-sharing workshop
underscored the importance of early identifica-

Mauritius

W Subnational government

Senegal

Hm Civil Society

tion of key stakeholders to ensure inclusivity and
shared ownership of the agenda.*® It also empha-
sised the need for inclusive consultation process-
es with diverse stakeholders to ensure successful
implementation.*

47 Elaboration of figures from attendance sheets of national capacity development workshops held in Bhutan, Lao PDR, Mauritius, and Senegal, regional

and global workshops.
48 Global Workshop Report. p 15.
49 |bidem, p. 17.
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7.4 Remaining Challenges to
Advancing Women's Leadership
in Public Administration in the
Project Countries

Advancing women'’s leadership in public admin-
istration faces several challenges at both nation-
al and subnational levels. Key questions remain
about the effectiveness of action plans in address-
ing contextual barriers and whether additional
support mechanisms are needed. Some reviews,
which were conducted by project countries and
formed the basis of the action plans, overlooked
sensitive issues related to gender infrastructure,
such as coordination challenges discussed in sec-
tion 7.1.

Furthermore, despite a shared framework, not all
reviews referenced critical components, such as
gender policy documents and action plans from
line ministries (see Table 2).

Based on feedback from peer countries in region-
al and global workshops, as well as an analysis of
the alignment of action plans with country-specif-
ic challenges identified in the national reviews, the
challenges are categorized into seven dimensions.
1) accountability, targets and monitoring; 2) revi-
sion of policies; 3) human resources policies and
practices; 4) disaggregated data and monitoring;
5) coordination; 6) social norms; and 7) financing
the action plans.

Accountability, targets and monitoring

A challenge is the lack of specificity in the plans
which can undermine accountability for their im-
plementation. While the action plans present com-
prehensive strategies to address gender gaps,
some elements remain unclear and need further
clarification. During the Asia and Pacific work-
shop, participants emphasized that policymak-
ing “needs to adhere to existing mandates, and
gender equality commitments must be publicly
announced and owned.”® While the action plans
include measures aimed at increasing the propor-
tion of women in the civil service, in some cases,
the targets set fall short of the CEDAW guidance

which calls for 50-50 parity between women and
men in decision-making systems as a starting
point and universal norm. Only Mauritius’s draft
action plan targets 50 per cent women in leader-
ship positions by 2030, while Bhutan’s action plan
aims for 30 per cent representation of women in
decision-making roles within the civil service by
2029. Lao PDR targets 25-30 per cent female rep-
resentation at the Director General level. Although
Senegal tracks the percentage of women in senior
executive positions, its plan lacks explicit targets
for gender parity across all decision-making roles.

Government representatives from Mauritius and
Cape Verde, who participated in the peer review of
the action plans of the project countries, stressed
the importance of accountability measures, which
represent a key remaining challenge at the insti-
tutional level.> Bhutan’s plan includes monitoring
gender parity in leadership positions, indicators
like audit reports and a performance dashboard
but does not explicitly address incentives or con-
sequences for non-compliance. In Lao PDR’s plan,
the reporting and enforcement mechanisms re-
main vague and the plan does not mention sanc-
tions for gender-based discrimination against
women. Similarly, Senegal’s plan could benefit
from addressing sanctions or enforcement mech-
anisms.

The need for clear targets and success indicators
also hinders effective monitoring and evaluation.
Discussions during the Asia and Pacific work-
shop®2 highlighted the importance of establishing
practical and accessible indicators of success
before implementation. For instance, the Lao PDR
action plan’s measure to “outline/develop coordi-
nation mechanisms across sectors at the admin-
istrative level” would benefit from clearly defined
indicators.

Revision of policies

Regarding the institutional framework, there are
issues related to law and policy revision. The ac-
tion plans of both Bhutan and Lao PDR include re-
visions to existing policies and regulations, as rec-
ommended by their national reviews. Lao PDR’s
action plan focuses on revising gender-neutral
laws and regulations but could be more explicit

50 UN DESA and UNDP, Regional Workshop Promoting the Presence and Leadership of Women Within Public Institutions at the National and Local Levels

in Asia and the Pacific, 2024, p.17
51 Ibidem, pp. 11 and 15.

52 UN DESA, UNDP, Regional Workshop, Promoting the Presence and Leadership of Women Within Public Institutions at the National and Local Levels in

Asia and the Pacific, p.17.
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in outlining measures to promote women’s ad-
vancement into leadership positions and remove
discriminatory requirements® (see section 6.1).
Similarly, Bhutan’s action plan proposes revisions
to the Gender Equality Policy and the Civil Service
Rules and Regulations to strengthen measures
for women's leadership but could more clearly
address promotion requirements and the perfor-
mance evaluation system, which negatively im-
pact women. The action plan of Mauritius does
not address inequality in legislation and policies,
an aspect that was identified in the national review.
Senegal’s action plan acknowledges the need for
a gender equality law focused on public adminis-
tration, as noted in the national review. However,
it is unclear what the “bill on the effective consid-
eration of gender equality in public administration”
will entail, as the plan does not provide further
details beyond the creation of the National Obser-
vatory on Discrimination at Work and does not ex-
plicitly mention a revision or gender analysis of all
laws, as recommended by the 8th CEDAW report
for Senegal.>

Human resources policies and practices

The action plans overlook measures to explicit-
ly address the gender pay gap and ensure equal
compensation for work of equal value. They also
do not identify actions to adjust some promotion
requirements that disadvantage women in the civ-
il service. For instance, Bhutan’s action plan does
not address promotion requirements and the per-
formance evaluation system that negatively im-
pact women, as outlined in the national review.%
Laos’s plan could include clearer strategies for
revising promotion prerequisites; Senegal’'s plan
does not outline specific actions to reduce ad-
ministrative burdens for women living outside the
capital, negatively affecting their promotion pros-
pects. The action plan of Mauritius does not ad-
dress the issues of gender balance in recruitment
panels, affirmative action, temporary special mea-
sures, or strategies to tackle occupational segre-
gation, as recommended by the national review.%

53 Including those affecting women with disabilities.

Although the plans include work-life balance mea-
sures, strategies, such as those from Bhutan and
Senegal, do not explicitly address the recommend-
ed extension of paternity leave as highlighted in
the national reviews or workshops.%” Participants
in the Africa regional workshop highlighted the im-
portance of addressing harassment in the work-
place and women'’s fear of reporting it.>® Despite
this, the Lao PDR action plan does not include
mechanisms to address harassment in the work-
place, which was recommended by the national
review.> Senegal’s plan could clarify “labour-relat-
ed complaint and dispute resolution mechanisms,’
while Mauritius’s plan could further specify the
proposed “mechanism” for addressing workplace
harassment.

Disaggregated data and monitoring

Regarding evidence and data-based approaches,
participants in the Asia and the Pacific workshop
recommended that “standards of reporting must
be agreed upon. Data must be publicly available.
Data should go beyond numbers and should tar-
get gender gaps intentionally.5®” Bhutan’s plan, for
example, addresses the national review findings
on the lack of disaggregated data and related
capacity. However, it does not explicitly mention
establishing reporting standards or disseminating
the gender indicator handbook, as recommended
in the national review. As noted in section 6.3, the
action plans of the project countries all contem-
plate establishing or strengthening monitoring
mechanisms and setting key targets, indicators,
and tools to track implementation progress. A
government representative from South Africa,
who participated as a peer reviewer of the project
countries’ action plans, called for improvements in
data collection and refinement of monitoring and
evaluation components within the action plans.®!
Only Bhutan’s action plan includes a timeframe for
mid-term and final reviews of the plan. However,
none of the action plans specify a mechanism for
adjusting priorities and targets based on monitor-
ing and evaluation findings.

54 Committee on the Elimination of Discrimination against Women, Concluding observations on the eighth periodic report of Senegal, 2022, p. 3 (para.

10(b)).
55 National Review of Bhutan, p. 14.
56 Draft National Review of Mauritius, p. 23.

57 National Review of Bhutan, p. 15; Report of the National Workshop for Senegal (English version), p. 10.
58 UN DESA, UNDP, Regional Workshop, Promoting the Presence and Leadership of Women Within Public Institutions at the National and Local Levels in
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Coordination

The global workshop emphasized that achieving
lasting gender equality in public administration re-
quires action plans that address the diverse needs
at both the national and subnational levels.%? The
Africa regional workshop underscored that the
process of adopting an action plan is as crucial as
its outcome, with ownership at all levels being es-
sential for successful implementation.%® Despite
the project’s analytical framework highlighting the
need to analyse and address coordination chal-
lenges at various levels of public administration,
an examination of the action plans reveals several
challenges in this area.

Bhutan’s action plan addresses the national-sub-
national institutional dimension by highlighting
gender focal points at both levels. However, it
overlooks institutional coordination challenges
between national and subnational levels, including
the roles of the RCSC and NCWC in data collection
and monitoring, as noted in the national review.
The plan could also be more specific on identify-
ing and addressing subnational differences and
challenges, such as mentoring and capacity build-
ing, as recommended by peer countries at the re-
gional workshop.%® These omissions may hinder
the plan’s effectiveness in addressing stereotypes
around occupational segregation and traditional
gender norms, particularly at the subnational level,
where efforts to encourage women applicants are
weaker.t®

Lao PDR’s action plan responds to the national
review's call for improved coordination and ac-
countability mechanisms at both levels.®” It in-
cludes action 2.1, which identifies key focal points
in ministries and specifies their roles at both lev-
els, as recommended by the national workshop®®.

62 Ibidem, p.16.

The plan also addresses the need for better policy
dissemination at the subnational level, including
training for all civil servants.®® However, it lacks
specific measures to improve training opportuni-
ties at subnational levels, as recommended in the
national review.”® The action plan’s proposal for a
gender database does not clarify whether it will
address the need for improved coordination in col-
lecting accurate statistics across levels of public
administration.”

Mauritius’ action plan does not address the need
to “consider subnational differences in implemen-
tation strategies” noted in the regional workshop.”?
The draft national review included a recommenda-
tion for all local authorities to conduct joint con-
sultations to devise a gender equality action plan,
proposed the development of a template for gen-
der policy and action plans for ministries and local
authorities and recommended that a unit within
the Commission of Women'’s Affairs compile and
analyse subnational data.”

Senegal’s action plan does not explicitly address
coordination between national and subnational
levels or actions to counter the overly centralized
administration, as noted in the national review.”*
The plan could also be clearer on mechanisms to
enhance the availability of gender-disaggregated
data at both levels as recommended by the na-
tional workshop.”® Additionally, it could include the
recommended training in local administration’®
and actions to raise awareness among those with
discretionary power at the local level.”

Social norms

As highlighted in section 5.4, national reviews
emphasised biased attitudes toward women civil
servants, particularly female leaders in public ad-
ministration. The four action plans include action

63 UN DESA, UNDP, Regional Workshop, Promoting the Presence and Leadership of Women Within Public Institutions at the National and Local Levels in
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points aimed at shifting cultural norms, promoting
dialogue, and fostering support for gender-inclu-
sive leadership within the civil service, such as
raising awareness about equal representation and
participation of men and women in decision-mak-
ing in Mauritius. However, assessing the success
of these actions is challenging, as cultural chang-
es typically require a long-term timeframe. Discus-
sions during the final workshop under the project,
which promoted the exchange of lessons among
project countries, recommended aligning policies
with global standards to “build a solid foundation
for gender-inclusive leadership and address cul-
tural and societal norms that create long-term
impediments to women'’s equal participation and
leadership in public administration.””

Financing the action plans

Lastly, securing financial resources is critical for
successful implementation as indicated by proj-
ect stakeholders (see section 7.1) and during
regional and global workshops.” While all plans
propose budget estimates for various activities,
identifying potential funding sources—such as
internal budgets, reallocated funds, or grants—is
crucial for carrying out the proposed measures.
Related to the resource challenges is the fact that
some action points can be quite ambitious. As
recommended at the Asia and Pacific workshop,
although all the listed action points are crucial for
increasing women'’s participation and access to
leadership roles in public administration, it may
be more effective to prioritize them according to
each country’s context, political commitment, and
available resources.®

78 UN DESA, UNDP, Workshop, Gender-inclusive Leadership and Public Sector Innovation for Sustainable Development: Empowering Women Leaders for
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79 UN DESA and UNDP, Women Leaders for Future-ready Public Administration report, 2024, p.16; UN DESA, UNDP and UN Women, Regional Workshop
Promoting the Presence and Leadership of Women Within Public Institutions at the National and Local Levels in Africa, 2024, p.20.

80 UN DESA, UNDP, Regional Workshop, Promoting the Presence and Leadership of Women Within Public Institutions at the National and Local Levels in

Asia and the Pacific, p.17.

45 PROMOTING WOMEN'’S PRESENCE AND LEADERSHIP IN PUBLIC INSTITUTIONS: INSIGHTS FROM A PROJECT IN BHUTAN, LAO PDR, MAURITIUS AND SENEGAL



8. Recommendations for future capacity development

efforts by the United Nations

Based on the findings and experiences from the
four project countries —Bhutan, Laos, Mauritius,
and Senegal—as well as the project evaluation,
several recommendations can inform future ef-
forts in designing and implementing similar gov-
ernance transformation projects aimed at advanc-
ing women’s leadership in public administration.

The fact that the four countries were at different
stages in adopting their respective action plans
at the end of the project underscores the critical
importance of sustaining political will and institu-
tional commitment, even during periods of polit-
ical transition. As seen in Mauritius and Senegal
following elections in 2024, political buy-in must
be broad enough to withstand changes in govern-
ment. Securing consensus on gaps identified by
the national reviews, as demonstrated in the proj-
ect countries, is crucial. Engaging a diverse range
of stakeholders committed to advancing gender
equality in public administration from the outset
promotes shared responsibility in shaping and
implementing strategies, promoting transparency,
and holding public officials accountable for the
successful execution of action plans.

Future projects should prioritize multi-stakehold-
er engagement, involving government, civil soci-
ety, international partners and other stakeholders
in the design of action plans. Building synergies
among these stakeholders enhances impact and
sustainability. Additionally, establishing mecha-
nisms for institutional resilience, securing support
from development partners and creating ongoing
engagement platforms —such as online communi-
ties of practice®'—are crucial for sustaining gender
equality efforts beyond the project’s conclusion.
These platforms facilitate the exchange of knowl-
edge, good practices, and experiences at both
inter-regional and intra-regional levels, fostering
peer learning and long-term collaboration.8?

A major challenge identified in the national re-
views was unclear institutional roles and lack of
coordination among the gender equality mecha-
nisms at the national and subnational levels. Fu-
ture initiatives should help countries define insti-

tutional roles in advancing gender parity across
government entities at all levels. This includes de-
veloping robust coordination mechanisms, such
as inter-agency task forces, to drive action plans
and foster collaboration among government bod-
ies, civil society, and other stakeholders.

The success of the project was linked to the de-
velopment of tailored gender parity action plans
based on contextual analysis in the four project
countries. The analysis in the previous sections
clearly shows that Bhutan, Lao PDR, Mauritius and
Senegal put varying emphasis on the three dimen-
sions (institutions, human resources and data)
that were at the core of the project, and within
those, chose to focus on different levers, action
points and mechanisms. Future initiatives should
prioritize actions based on locally identified needs,
capacity assessments, and resource availability.
While global frameworks should provide guidance,
projects should allow flexibility in action plan de-
sign and implementation, as demonstrated by
varying stages of adoption across countries. Proj-
ects should encourage countries to conduct gap
analyses and adjust action plans to fit political,
cultural, and resource contexts. Flexibility in time-
lines and prioritizing actions based on a country’s
unique circumstances - rather than adhering to
a strict result matrix agreed at project inception
- will contribute to more realistic, actionable, and
sustainable action plans.

Lessons from the project underscore that cultural
shifts toward gender-inclusive leadership are slow
and require sustained effort. Due to the difficulty
of addressing deep-rooted societal and cultural
barriers to women’s leadership in public admin-
istration, sustained public awareness campaigns,
media strategies, and community engagement,
along with the involvement of male champions,
can support medium-term capacity-building ef-
forts. These measures could be integrated into
broader gender equality initiatives to build a cul-
ture of inclusion over time. The project’s use of the
Moodle platform to facilitate continuous learning
and long-term community engagement is an ex-

81 In this regard, the project evaluation emphasized the value of knowledge sharing and peer review through regional workshops in refining gender parity

action plans.

82 Terminal Evaluation report, p.67.
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ample of how to sustain momentum beyond the
project’s lifecycle. This is demonstrated by the
Te Kawa Mataaho Public Service Commission in
New Zealand, which used the online modules de-
veloped under the project to “create a valuable and
rich discussion” within its Equal Pay Taskforce.®
Future projects can support the creation of similar
platforms to ensure ongoing knowledge sharing.

Financial sustainability is critical for the success-
ful implementation of gender parity action plans.
Project partners can support countries in identi-
fying long-term funding sources and tapping into
international funds. Governments may want to
explore the possibility of reallocating existing re-
sources, embedding gender parity objectives with-
in national financial plans and developing mecha-
nisms for ongoing resource mobilization.

The dynamics observed throughout the project
demonstrate that an inclusive approach —where
all relevant stakeholders are engaged in validat-
ing the action plan and ensuring its implemen-
tation—will be crucial for advancing the gender

parity agenda. Future initiatives aimed at achiev-
ing gender parity in public administration need to
support a collaborative approach that involves a
whole-of-government strategy. This should pro-
mote active engagement from the gender machin-
ery in each country. Furthermore, efforts should
be made to strengthen stakeholder engagement,
particularly by involving local governments and
civil society organizations from the outset to en-
sure broad-based support for the action plan and
increase the likelihood of its successful imple-
mentation.

In each country, it will be important to review the
progress made on the action plan after a few
years. Development partners could consider fund-
ing such reviews to assess the implementation
and sustainability of gender equality goals beyond
the project’s lifecycle, which would contribute to
ensuring that the initiatives remain relevant and ef-
fective. For instance, the Ministry of Education of
Bhutan has proposed such a review with support
from UN DESA and UNDP.#

83 Testimonial by the Equal Pay Task Force sent via e-mail to UN DESA on 5 September 2024.
84 UN DESA and UNDP, Women Leaders for Future-ready Public Administration report, 2024, p.15.
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9. Conclusions

Effective gender policies in public administration
require a clear understanding of barriers to wom-
en's leadership and actionable commitments to
addressing existing gaps at the national and sub-
national levels. Securing political commitment
and fostering long-term cultural shifts through
sustained engagement and financial sustainabili-
ty are also essential to achieving gender parity in
decision-making within public administration as a
principle of good governance, in line with SDGs 5
and 16.

The analysis of the strategies adopted by Bhutan,
Laos, Mauritius, and Senegal re-affirms the neces-
sity to further incorporate the subject of gender
equality in public administration in the develop-
ment agenda.®® It underscores the critical need
to address both systemic and cultural barriers to

85 Terminal Evaluation report, p.59.
86 Ibidem, p.11.

women'’s leadership in public administration. Ac-
tion plans developed through collaboration among
all relevant stakeholders can be a step forward
to addressing gaps in institutional frameworks,
human resource policies, and monitoring mech-
anisms. Key challenges to be addressed include
helping governments to set clear targets, more
comprehensive coordination of public administra-
tion at all levels, stronger accountability to gender
equality results, as well as monitoring and evalu-
ation measures to ensure the success and sus-
tainability of these initiatives over time. Moving
forward, support from international organizations
could continue to focus on creating tailored action
plans as part of a multi-faceted whole-of-govern-
ment strategy?® that reflects each country’s unique
context.
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Annex - Resources from the project

National Workshop Reports:

UN DESA, NCWC, UNDP, Capacity Development
Workshop Promoting the Presence and Leadership
of Women Within Public Institutions at the National
and Local Levels, in Bhutan, Report, 2023.

UN DESA, MoHA, UNDP, Capacity Development
Workshop Promoting the Presence and Leadership
of Women Within Public Institutions at the National
and Local Levels in Lao PDR, Report, 2023.

UN DESA, Ministry of Family and Solidarity, UN
Women, Capacity Development Workshop Promot
ing the Presence and Leadership of Women Within
Public Institutions at the National and Local Levels
in Senegal, Report, 2023.

Regional Workshop Reports:

UN DESA, UNDP, Regional Workshop Promoting the
Presence and Leadership of Women Within Public
Institutions at the National and Local Levels in Asia
and the Pacific, Report, 2024.

UN DESA, UNDP, UN Women, Regional Workshop
Promoting the Presence and Leadership of Women
Within Public Institutions at the National and Local
Levels in Africa, Report, 2024.

National Reviews:

UN DESA, NCWC, UNDP, Gender Equality in Public
Administration in Bhutan, An in-depth Review of
Measures for Promoting the Presence and Leader-
ship of Women and Gender Equality in Public Ad-
ministration in Bhutan, 2024.

UN DESA, MoHA, UNDP, In-depth Review of Meas-
ures for Promoting the Presence and Leadership of
Women and Gender Equality in Public Administra-
tion in Lao PDR, 2024.

UN DESA, MGEFW, UNDP Status of Women in Pub-
lic Administration in the Republic of Mauritius, Draft
Report, 2024.

UN DESA, Ministry of Family and Solidarity, UN
Women, The Status of Women in Public Adminis-
tration - Gender Gaps in Central and Local Admin-
istration in Senegal, 2023 (English and French ver-
sions).

Global Workshop Report:

UN DESA, UNDP, Workshop, Gender-inclusive
Leadership and Public Sector Innovation for Sus-
tainable Development: Empowering Women Lead-
ers for Future-ready Public Administration, Report,
2024.

Global Reviews:

UN DESA, Global Review of Good Practices for Pro-
moting Women'’s Access to Leadership Positions in
Public Administration, 2022.

UN DESA, Global Review of Existing Legislation
and Organizational Policies and Analytical Frame-
work for Promoting Women’s Access to Leadership
Positions in Public Administration, 2022.

National Action Plans:

National Action Plan to Promote Gender Equality
in Public Administration for Bhutan.

Draft Action Plan for Promoting Women in Deci-
sion-Making and GEPA 2023-2025 in Lao PDR.

Plan d’Actions National Sénégal, 2024.

Website of the project Building capacities for pro-
moting the presence and leadership of women with-
in public institutions at national and local levels.
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https://publicadministration.desa.un.org/sites/default/files/2023-12/BHUTAN_PostworkshopReport_12-12-23_0.pdf
https://publicadministration.desa.un.org/sites/default/files/2024-02/LaoPDR_PostworkshopReport_rev-15-02-2024.pdf
https://publicadministration.desa.un.org/sites/default/files/2024-02/Senegal_PostworkshopReport-Eng-15-02-24.pdf
https://publicadministration.desa.un.org/sites/default/files/list-of-files/2024/BKK_Rev-PostRegionalWorkshopReport_15-06-24.pdf
https://publicadministration.desa.un.org/sites/default/files/list-of-files/2024/MU_PostRegionalWorkshopReport_Draft.09%2007-24%20clean.pdf
https://publicadministration.desa.un.org/sites/default/files/2025-01/Gender%20Equality%20in%20Public%20Administration%20in%20Bhutan-15.11.24.pdf
https://publicadministration.desa.un.org/sites/default/files/2025-01/Gender%20Equality%20in%20Public%20Administration%20in%20Bhutan-15.11.24.pdf
https://publicadministration.desa.un.org/sites/default/files/2025-01/Gender%20Equality%20in%20Public%20Administration%20in%20Bhutan-15.11.24.pdf
https://publicadministration.desa.un.org/sites/default/files/2025-01/Gender%20Equality%20in%20Public%20Administration%20in%20Bhutan-15.11.24.pdf
https://publicadministration.desa.un.org/sites/default/files/2025-01/Gender%20Equality%20in%20Public%20Administration%20in%20Bhutan-15.11.24.pdf
https://publicadministration.desa.un.org/sites/default/files/list-of-files/2024/GEPA%20Report%20Lao%20PDR%20%5BEnglish%5D_15August24.pdf
https://publicadministration.desa.un.org/sites/default/files/list-of-files/2024/GEPA%20Report%20Lao%20PDR%20%5BEnglish%5D_15August24.pdf
https://publicadministration.desa.un.org/sites/default/files/list-of-files/2024/GEPA%20Report%20Lao%20PDR%20%5BEnglish%5D_15August24.pdf
https://publicadministration.desa.un.org/sites/default/files/list-of-files/2024/GEPA%20Report%20Lao%20PDR%20%5BEnglish%5D_15August24.pdf
https://publicadministration.desa.un.org/sites/default/files/2025-01/Draft%20National%20Review%20of%20Women%20in%20Public%20Administration%20in%20Mauritius%20and%20Rodrigues.pdf
https://publicadministration.desa.un.org/sites/default/files/2025-01/Draft%20National%20Review%20of%20Women%20in%20Public%20Administration%20in%20Mauritius%20and%20Rodrigues.pdf
https://publicadministration.desa.un.org/sites/default/files/2025-01/National%20review-Senegal-24-10-24_%28EN%29.pdf
https://publicadministration.desa.un.org/sites/default/files/Senegal_NationalReview_Final-REPORT_FR_08-10-24.pdf
https://publicadministration.desa.un.org/sites/default/files/list-of-files/2024/RoK-PostRegionalWorkshopReport.rev-06-08-24.pdf
https://publicadministration.desa.un.org/sites/default/files/inline-files/Analysis-good-practices-Rev-version-for-website%2001-03-23.pdf
https://publicadministration.desa.un.org/sites/default/files/inline-files/Analysis-good-practices-Rev-version-for-website%2001-03-23.pdf
https://publicadministration.desa.un.org/sites/default/files/inline-files/Analysis-good-practices-Rev-version-for-website%2001-03-23.pdf
https://publicadministration.desa.un.org/sites/default/files/inline-files/Review%20of%20Policies%20and%20Legislation-Rev-version%20for%20website-3March-23.pdf
https://publicadministration.desa.un.org/sites/default/files/inline-files/Review%20of%20Policies%20and%20Legislation-Rev-version%20for%20website-3March-23.pdf
https://publicadministration.desa.un.org/sites/default/files/inline-files/Review%20of%20Policies%20and%20Legislation-Rev-version%20for%20website-3March-23.pdf
https://publicadministration.desa.un.org/sites/default/files/inline-files/Review%20of%20Policies%20and%20Legislation-Rev-version%20for%20website-3March-23.pdf
https://publicadministration.desa.un.org/sites/default/files/2025-02/NAP%20GEPA%20Final%20version%20%28003%29%203-02-25.pdf
https://publicadministration.desa.un.org/sites/default/files/list-of-files/2024/Draft%20National%20Action%20Plan%2C%20Lao%20PDR.pdf
https://publicadministration.desa.un.org/sites/default/files/list-of-files/2024/Draft%20National%20Action%20Plan%2C%20Lao%20PDR.pdf
https://publicadministration.desa.un.org/sites/default/files/20241004_ActionPlan_infographics_FR_layout_shorter_webpages.pdf
https://publicadministration.desa.un.org/projects/building-capacities-promoting-presence-and-leadership-women-within-public-institutions
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Attestation de participation

Madame Fatou MBODJ DIOUF a suivi avec succés la formation de développement

des capacités sur :

LA PROMOTION DE LA PRESENCE ET DU LEADERSHIP DES FEMMES DANS
L'ADMINISTRATION PUBLIQUE AUX NIVEAUX NATIONAL ET LOCAL,

organisée conjointement par 'ONU Femmes, I’

ONU DAES, le PNUD et le Ministére de

la Femme, de la Famille et de la protection des Enfants,

du 14 au 17 Novembre a I'hbtel Fleur de Lys Point E.

Mme Valentina RESTA

Rgsp;nsabTe aJTmrn;ce etde I'Aaninistration

Publique ONU DAES

Mme Dieynaba WANE NDIAYE

Directrice du Bureau
ONU Femmes Sénégal
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