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CHA!RPERSON'S FOREWORD

The Report contoins o record of the proceedings of the Committee on Notionol

Cohesion ond Equol Opportunity on the Employment Diversity Audit in Public

lnstitutions, following its deliberotions, review ond evoluotion of submissions from

the Notionol Lond Commission (NLC), lhe Centrol Bonk of Kenyo (CBK), the

Agriculture ond Food Authority (AFA) ond the Public Service Commission (PSC).

This oudil reflecls the Commitlee's continued commitment lo promote o public

service thot is inclusive, representotive ond reflective of the diversity of the Kenyon

people. Kenyo is o notion of forty six (46) ethnic communities, eoch contributing

to the country's soclol ond economic fobric. ln line with Article 232 ol lhe

Constitution, the promotion of equity ond equol opportunity in e,-nplovment

remoins o fundomentol obligotion of oll public institutions ond o key pillor in

strengthening notionol cohesion ond sustoinoble development.

The findings of the Committee indicote thot, while progress hos been mode in

certoin oreos, significont gops remoin in ochieving meoningful employment

diversity. The Committee observed thot olthough institutions remoin within the

legol threshold provided under the Notionol Cohesion ond lntegrotion (NCl) Act,

(Cop. 7N), disporities coniinue lo exist in stoffing composition, with repr'esentotion

still concentroted within o limited number of communities. This points to the need

for brooder inclusion ond more equitoble spreod of opportunities ocross oll

communities in Kenyo.

The Committee further noted thot three (3) out of the four (4) institutions reviewed

hove not ottoined the constitutionol threshold of 5% representotion of Persons with

Disobilities (PWDs). This continues to roise concerns regording borriers within

recruitment processes ond workploce environments thot hlnder full porticipction

of persons with disobilities in public service. The Committee however commends

the Public Service Commission (PSC) for ottoining 6.24%representotion of Persons
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with Disobilities (PWDs), thereby demonstroting thot complionce with the

constiiutionol requirement is ochievoble.

ln oddition, the oge distribution ocross the institutions reviewed reveols o

workforce thot is lorgely skewed towords older oge groups, with comporolively

fewer employees drown from younger cotegories. This roises concerns regording

succession plonning, sustoinobility of the workforce ond lhe need to strengthen

youth porticipotion within public institutions in line with Article 55 of the

Constltution.

Although the institutions hove complied with the two-lhirds gender principle in

overoll stoffing levels, the Committee observed thot women remoin lorgely

concentroted in lower ond middle level positions, with limited representotion in

senior monogement ond decision-moking roles. This demonstrotes thot while

numericol complionce hos lorgely been ochieved, greoter effort is still required to

reolize substontive gender equolity within the public service.

The Committee olso noted ihot inslitutions reported low levels of opplicotions from

morginolized communities ond Persons with Disobilities (PWDs) during recruitment

processes. However, recruitmenl ond promolion lrends continue to show

concenlrotion within olreody well represented groups, indicoting thot existing

cffirmotive oction ond inclusion meosures hove not sufficiently exponded occess

to opportunities ocross oll segments of society.

ln light of these findings, the Committee hos mode recommendotions oimed ot

strengthening occountobility, enhoncing offirmotive oction meosures, promoting

equitoble coreer progression ond estoblishing continuous monitoring of diversity

indicotors ocross public instilutions. The Committee hos further proposed periodic

complionce reviews ond enforcement meosures to ensure thot institutions

demonstrote meosuroble progress in implementotion of diversity obligotions.
1
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On beholf of the Committee, lwish to thonk the Office of the Speoker. the Clerk

of the Notionol Assembly ond the Committee Secretoriot for their support

throughout this exercise. I olso extend oppreciotion to the institutions thot

oppeored before the Committee for their cooperotion ond submissions.

It is my honour to present this Report on the Employment Diversity Audit in Public

lnstitutions for considerotion by the Notionol Assembly in occordonce with

Stonding Order 199 (6).

HON. DR. YUSSUF ADAN HAJI, DSM, CBS. M.P,,o

CHAIRPERSON,

COMMITIEE ON NAIIONAL COI{ESION AND EQUAT OPPORTUNITY'
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LISI OF ABBREVIATIONS AND ACRONYMS
AFA - Agriculture ond Food Authority

CBK - CentrolBonk of Kenyo

CEO - Chief Executive Officer

HR - Humon Resource
Str6(lKNBS - Kenyo Notionol Bureou of Stotistics

MP - Member of Porlioment

NCI - NotionolCohesion ond lntegrotion

NCPWD - Notionol Council for Persons with Disobilities

NtC - NotionolLond Commission

PSC - Public Service Commission

PWD - Persons with Disobilities
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CHAPTER ONE
I.O PREFACE
l. The Committee on Notionol Cohesion ond Equol Opportunity is estoblished

under the Stonding Order 212C of the Notionol Assembty.

l.l Mondole of the Commltlee
2. The mondote of the Committee includes inter olio:

i. monitor ond promote meosures reloting to policy ond progrom initiotives

in pursuit of peoce ond notionol cohesion;

ii. investigote, inquire into ond report on oll molters reloting to inter

community cohesion;

iii. monitor ond promote meosures designed to enhonce the equolizolion of

opportunities ond improvement in the quolity of life ond stotus of oll

persons, including persons who ore morginolized on the bosis of gender,

oge, disobility, heolth stotus, ethnic, rociol, culturol or religious bockground

or offiliotion or ony other such ground;

iv. investigole, inquire into ond report on oll motlers reloting to discriminotion

ond or morginolizotion of persons referred to under sub-porogroph(c);

v. moke proposols to Porlioment including legislolive proposols for the

protection, equolizotion of opportunities ond promotion of the welfore of

the groups referred to under sub-porogroph (c); ond

vi. exomine the octivities ond odministrotion of oll stote deportments ond

stotulory bodies in so for os they relote to the rights ond welfore of the

persons refened to under sub-porogroph (c).
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1.2 Committee Membership

The Hon. Wonomi Womboko Jock

Nelson, MP.

The Hon. Fredrick Lusuli lkono, MP.

2

The Hon. Dr. Yussuf Adon Hoji, DSM,

CBS, MP - Cholrperson

Mondero

West

The Hon. Duncon Moino Mothenge,

MP - Vlce Cholrperson

Nyeri Town

United Democrotic Movemenl

(UDM)

Unlted Democrotic Allionce (UDA)2

3 The Hon. Yusuf Hosson Abdi, MP Komukunji Jubilee Porty (JP)

Jujo United Democrolic Allionce (UDA)4 The Hon. Ndung'u George Koimburi,

MP.

United Democrotic Allionce (UDA)The Hon. Antony Njoroge Woinoino,5

MP

Kieni

The Hon. Chorles Komuren, MP Boringo South United Democrotic Allionce (UDA)6

7 The Hon. Edword Kounyo Oku, MP Teso North Oronge Democrotic Movement

(oDM)

Lomu (CWR) lndependent8 The Hon. Muthoni Morubu, MP

9 lsiolo North Jubilee Porty (JP)

t0

The Hon. Joseph Somol Lomwo MP

The Hon. Joshuo Oron Odongo, MP Kisumu

Centrol

Oronge Democrotic Movement

(oDM)

The Hon. Mortin Peters Owino, MP Ndhiwo

t2 The Hon. Eng. Poul Nzengu, MP Mwingi Norlh

Oronge Democrolic Movement

(oDM)

Wiper Democrolic Movemenl

Kenyo (WDM-K)

t3 The Hon. Rohob Wochiro Mukomi,

MP.

Nyeri United Democrotic Allionce (UDA)

t4 The Hon. Agnes Poreyio Montoine.

MP.

Norok North Jubilee Porty (JP)

Bumulq Democrotic Action Porty Kenyo

(DAP-K)

16 The Hon. Orero Peter Ochieng, MP Kibro Oronge Democrotic Movement

(oDM)

t7 Shinyolu ANC Porty a
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t8 The Hon. (Dr.) Joseph lroyo Woinoino

OGW, MP.

Nominoted United Democrotic Allionce (UDA)

I9 The Hon. Jockson Lekumontore

Lentoijoni, MP.

Somburu Eost Kenyo Africon Notionol Union

(KANU)

20 The Hon. Murotho Anne Wonjiku

Mugo, MP.

Kiombu (CWR) United Democrotic Allionce (UDA)

2l the Hon. Ndokwo Dovid Alhmon,

MP.

Molovo United Democrotic Allionce (UDA)

I .3 Commltlee Secretorlol

Deslgnotlon

Legol Counsel I

Reseorch Officer lll

Honsord Reporter

Serjeont-At-Arms

3

No Nome

Ms, Angeline Noserion Lotuoi Clerk Assislont l/Heod of Secretoriot

2. I Mr. John Mulindo

Ms. Audrey Andolo

Clerk Assistont lll

4 Ms. Joonne Noneu

5

6

Amos Tindi

Ms. Rohob chepkilim Audio Officer

7 Mr. Doniel Sirimoi Medio Relotions Officer

8 Mr. Luko Mutuo



CHAPTER TWO
2.OBACKGROUND
3. The Committee, in its efforts lo enhonce equolity ond inclusion, resolved to

undertoke on lnquiry into Diversity in Public lnstitutions. To ochieve this objective, the

Committee resolved to somple four (4) public institutions, nomely:

I ) Notionol Lond Commission (NLC);

2) Centrol Bonk of Kenyo (CBK);

3) Agriculture ond Food Authority (AFA); ond

4) Public Service Commission (PSC)

4. ln selecting these inslitutions, the Comrnittee wos guided by the need to exomine

diversity within entities thot perform notionol governonce, regulotory ond policy-

setting functions. ond which operote highly structured ond centrolized humon

resource systems. These instilulions ploy o criticol role in shoping public sector

employment stondords ond ore therefore strotegicolly positioned to demonstrote

complionce with Constitutionol principles on equolity, inclusivity ond representotion.

5. The moin objective of the inquiry wos to ossess lhe employment diversity

representotion within the public institutions in Kenyo. Specificolly, the institutions

provided informotion bosed on lhe following issues:

(i) The current employees' composition in terms of ethnicity, oge ond gender;

(ii) Stotus of complionce with Article 54(21 of the Constitulion on composition

of persons with disobilities in the institution;

(iii) Composition of employees ot senior monogement level, middle level

ond low-level codres in terms of ethnicity, oge, gender ond persons with

disobility;

(iv) The totol number of permonent ond pensionoble stoff employed in the

lost three recruitments ond their representotion in terms of ethnicity, oge,

gender ond persons with disobility;
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(v) The totol number of cosuol, temporory ond controctuol stoff serving

currently ond their representoiion in terms of ethnicity, oge, gender ond

persons with disobility;

(vi) The rotio between the notionol populotion ond employment proportion

in the institutions (underrepresentotion ond overrepresentotion) bosed on

2019 Notionol Populolion ond Housing Census;

(vii) The chollenges the institutions hove foced in its bid to enhonce diversity

of employees ond the mitigotion meosures lo curb the chollenges;

(viii) Meosures put in ploce, if ony, to promole o friendly work environment for

persons living with disobilities; ond

(ix) lnformotion on stoff promotion in the post 5 yeors in terms of ethnicity,

gender, oge ond persons with disobilities.

2.1 Employmenl Diverslty in Publlc lnstitulions

6. Kenyo is o diverse notion with forty-six (46) ethnic communities, o youthful populotion

ond o growing demond for equitoble occess to opportunities. Public institutions

corry o unique responsibility to reflect this diversity in their sloffing struclures, os they

serve os both employers ond stondord setters within the brooder lobo; inorket

Article l0 of the Constitution provides for the Notionol volues ond principles of

governonce, Article 27 of the Constitution provides for equolity ond freedom frorn

discriminotion, Article 54121 ol the Constitution further provides thot the Stote sholl

ensure the progressive implementotion of the principle lhot ot leost five per cent of

the members of the public in elective ond oppointive bodies ore persons wiih

disobililies ond Article 56 of the Constitution of Kenyo,2010 provides thol the Stote

sholl put in ploce offirmotive octlon progrommes designed to ensure thot minorities

ond morginolized groups porticipote ond ore represented in governonce ond other

spheres of life.

7. Despite this fromework, lhe current employment londscope reveols persistent

disporities. Doto from the institutions reviewed shows thot while gender bolonce hos
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improved in overoll numbers, disporities remoin in leodership roles where women ore

less represented. Ethnic diversity coirtinues to be uneven, with some communities

overrepresented while others remoin lorgely excluded. At the some time,

representotion PWDs folls below the required threshold in mosl institutions, indicoting

both structurol ond systemic borriers. Youlh representotion olso remoins limited,

roising concerns oboul long term sustoinobility ond succession within the public

SCTVICC

8. Tlrese gops highlight the need for o more deliberote ond structured opprooch to

employment diversity. Achieving equiioble representotion requires more lhon policv

commiiments. lt colls for lorgeted outreoch, inclusive recruitment processes, foir

promotion syslems ond continuous monitoring. A public service thot reflecls the

foce of Kenyo strengthens notionol cohesion, enhonces service delivery ond

promotes trusl in public institutions.

2.2 Legislotive Fromeworks on Diversity in Employmenl
2.2.1 The Conslitulion of Kenyo,20l0

9. The Constitution of Kenyo,20l0 provides the legol fromework on employment cnd

diversity in public institulions. The following ore specific Articles in the Constitulion on

motlers reloting to employment diversity in the public sector;

i. Article 54 (2) provides thot the Stote sholl ensure the progressive implementotion

of the principle thoi ot leost 5% of the members of the public in elective ond

oppointive bodies ore persons with disobilities.

ii. Arlicle 55 (b) provides thot the Stote sholl ioke meosures, including offirmolive

octlon progrommes, to ensure thot tl-re youlh hove opporlunilies to ossociote,

be represented ond porticipote rn politicol, sociol, economic ond other spheres

of life.

ili. Arlicle 56 (c) provides thot the Stote sholl put in ploce offlrmollve octlon

progrommes designed to ensure thoi minorilies ond morginolized groups ore

provided with speciol opportunities for occess to employment.
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iv. Article 232 (l) (i) provides for the volues ond principles of public service ihot

includes offording odequote ond equol opportuniiies for oppointment, troining

ond odvoncement, of oll levels of the public service, of men ond women; the

members of oll ethnic groups ond persons with disobilities.

2.2.2 lhe Nolionol Cohesion ond lnlegrolion Acl, (CAP 7N)

10. Secfion 7 stotes the following;

i. All public estoblishments sholl seek io represent lhe dlversity of the people of

Kenyo in the employment of stoff.

ii. No public estoblishment shollhove more lhon one third of its sloff from the some

ethnic community.

2.2.3 The Employment Act, (CAP 226)

ll. Seclions 5(4, A (3) provides os follows;

i. Section 5(2) stotes lhot on employer sholl promole equol opportunity in

employment ond strive to eliminote discriminotion in ony employment policy or

proctice.

ii. Section 5(3) stotes thot no employer sholl discriminole/hoross directly or

indirectly, ogoinst on employee or prospective employee;

on grounds of roce, colour, sex, longuoge, religion, politicol or oiher opinion,

notionolity, ethnic or sociol origin, dlsobility, pregnoncy, mentol stotus or Hii'

stotus;

in respect of recruitmenl, troining, promotion, terms & conditions of

employment, terminotion of employment or other motters orising out of the

employment.

2.2.4 lhe Lobour Relolions Acl, (CAP 233)

l2.Seclion 5 (I) slotes thot no person sholl discriminote ogoinst on employee or ony

person seeking employment for exercising ony right conferred in this Act.

2.2.5 The Stotislics Act. (CAP I l2)

13. This Act provides for the esloblishment of the Kenyo Notionol Bureou of Stotistics

(KNBS) for the collection, compilotion, onolysis, publicotion ond disseminotion of
7



stotisticol informotion, ond the coordinotion of the Notionol stotisticol system. lt

ensures employment proctices in public service ore informed by occurote ond

current stotisiicol doto reflecting the country's diverse populolion demogrophics

such os ethnicity.

2.2.6 lhe Public Officer Elhics Acl, (CAP l85B)

14. This Aci seeks lo creoie on environment thot nurlures respecl for diversity. lt requires

o public officer to dischorge his or her duties in o professionol monner ond to treot

the public ond fellow public officers with courtesy ond respect.

2.2.6 Public Service (Volues & Principles) Act, (CAP l85A)

15. This Act gives effect to Ariicle 232 of the Constitution. According lo section l0 (1) of

the Act, the public service, o public institution or on outhorized officer sholl ensure

thot public officers ore oppointed ond promoted on bosis of foir competition ond

meril.

2.2.7 The Notionol Gender ond Equolity Act, (CAP 7K)

16. This Act estoblished the Notionol Gender ond Equolity Commission whose f unctions

include, inter olio, promoting equolity ond freedom from discriminotion ond

moinstreoming issues of gender. persons with disobilities ond other morginolized

groups in notionol development including development of offirmotive oction

policies.

2.2.8 Public Service Recruilmenl ond Iroining Policy, (2005)

17. This policy provides on overorching fromework on recruitment, troining, promotion

ond performonce monogemenl in the public sector.
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CHAPTER IHREE

3.0 PUBTIC !NSTITUTIONS SUBMISS!ONS
3.I NATIONAT tAND COMMISSION

l7.The Notionol Lond Commission (NLC) is o Constitutionol Commission estoblished

under Article 67 (l) of the Constitution of Kenyo 20i0. The Commission wos

operotionolized by the Notionol Lond Commission (NLC) Act, 2012, the Lond Ar:t

2012 ond the Lond Registrotion Ac|,2012.

l8.The Chief Executive Officer (CEO) Ms. Kobole Toche Arero, MBS, oppeored before

the Committee on Thursdoy, 14m August 2025 ond mode the following submissions:

19.Currently, the Commission hos on in-post of eight hundred ond forty (840)

employees. Only twenty-nine (29) out of the forty-six (45) ethnic groups hove been

employed in NLC controry to the provisions of Article 232 (1) (h) ond (i) of the

Constitution. Mojority of the stoff ore from one (l) community nomelrT. Kikuyu ot

16.31%.

r Total No. r Percentage %
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Flgure l: Ethnic Composition of Sloff ot the Notionol Lond Commission

9



20.|n onolysis of the oge composition, mojority of the stoff follwithin the oge brocket

of 30-40 yeors with four hundred ond forty-one (441) employees tronsloting to

52.5W".

AGE REPRESENTATION

r No. of Employees a Percentage %

$

*
dt

)Pb
4

*(tq

I

UNDER 3O 30-40 41-50

lH
51.60 OVE R 6O

Ef!
c

Flgure 2: Age Distribution of Employees ot the Notionol Lond Commission

2l . NLC hos four hundred ond twenty-tuvo (4221mole stoff members ond four hundred

ond eighteen (al8) femole stoff members tronsloting to 50% eoch, ochieving the

required two thirds gender rule.
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Flgure 3: Gender Distribution of Employees ot the Notionol Lond Commission

PWD STAFF REPRESENTATION

r Male

r Female

r PWD Staff

n other staff

Figure 4: Persons with Disobilities (PWDs) ot the Notionol Lond Commission
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22.The Commission hos employed only twelve (12) stoff members who ore Persons

with Disobilities (PWDs) tronsloting to 1.4% which folls short of the requirements

stipuloted in Arlicle 5a(21 of the Constitution.

23.NLC hos fifty (50) employees in the senior monogemenl level, four hundred ond

twenty-eighl (4281in the middle levelond three hundred ond sixty-one (351) in the

lower codre. ln senior monogement level, the Commission hos only fifteen (15)

ethnic communities ond eighleen (18) in the middle codre. Notobly, mojority of

the stoff in the senior level ore from the Kikuyu community ot 18%, ond in the middle

level ore from the Kolenjin community ol 19.2%

24.NLC employed o totol of four hundred ond fifty-two g52l permonent ond

pensionoble stoff in the lost three (3) recruitmenl cycles. Twenty-six (26) ethnic

communities were represented, wilh the Kikuyu moking up lhe mojority of eighty-

five (85) employees tronsloting to 18.8.l%. Out of the four hundred ond fifty-two

(452) employees, two hundred ond twenty-five (2251were mole ond two hundred

ond twenty-seven (227) were femole, ond one wos o PWD.

25.Currently, the Commission hos sixteen (16) coniroctuol stoff from eleven ethnic

communilies, with the Borono moking up the mojority of lhree (3) employees

tronsloting to 18.8%. Out of the sixleen (16) employees, nine (9) ore mole ond

severr (7) ore femole. None of the controctuol stoff is o PWD.

26.In the rotio between the Notionol populotion ond employment proportion, ihe

Borono community is over-represented with o positive vorionce of 4.3%.

27. NLC in the post five (5) yeors hos promoted one hundred ond eighty-five (185) stoff

from twenty-three [23) ethnic communities oul of which, one hundred ond twelve

(112) were mole ond seventy-three (73) were femole. Out of the employees

promoted, two (2) were PWDs.

Chollenges foced in promollng diversity

i. Lock of opplicotions during recruilmenl, from certoin quorters of the

populolion i.e., disodvontoged groups.
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i. Limited tolent pipeline - underrepresentotion of certoin groups in key

professions of senior levels.

ii. Resistonce to chonge - some stokeholders moy be resistont to diversity

chonges ond misconceptions obout diversity efforts being preferentiol

treotment.

iii. Budgetory constroints - limited funds for troining, outreoch or inclusive

progroms ond budget pressures moy deprioritize diversity-reloted

spending.

Mltigotlon meosures lo curb the chollenges

i. Developed o policy on diversity ond inclusion.

ii. Encouroged the disodvontoged groups to opply for positions whenever it

orises.

iii. Conducted troining ond oworeness to sensitize stoff ond stokeholders on

the need for diversity ond inclusion.

Meosures pul ln ploce lo enhonce work environmenl for PWDs

i. Accessiblefocilities.

ii. lnclusive recruitment ond hiring processes.

iii. Periodic oudits.

3.2CENIRAI BANK OF KENYA

28.The Cenlrol Bonk of Kenyo wos esloblished by on Act of Porlioment of Morch 24

1966, ond commenced operotions on September 14, 1966. The Bonk's

independence is onchored in the Constitution under Article 231. Pursuont to this

Article, the Bonk is responsible for formuloting monetory policy, promoting price

stobility, issuing currency ond performing ony other functions conferred on it by

the Centrol Bonk of Kenyo Act.

13



29.The Governor, Dr. Komou Thugge, CBS, oppeored before the Committee on

Tuesdoy. 16th September,2025 ond provided evidence os per the folloWng

submissions:

30.Cunently, the CBK hos on in-post of one thousond three hundred ond eleven

(1,31 l) employees. Only thirty-one (31) out of the forty-six (46) ethnic groups hove

been employed in the lnstilution, controry to the provisions of Article 232 (l) (h)

ond (i) of the Constitution. Mojority of the stoff ore from one (l ) community nomely,

Kikuyu ot 24.8%.

t TH iv l{- F r Pk r S tNTATION

r Total No. a Percentage %

3l.ln onolysis of the oge composition, mojority of the stoff foll between the oge

brockel of 5l -50 yeors with four hundred ond fifty-four (454) employees tronsloting

to 34.6%.
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Flgure 5: Ethnic Composition of Stoff ot the Centrol Bonk of Kenyo.
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Figure 6: Age Distribution of Employees ot the Centrol Bonk of Kenyo.

32.The CBK hos seven hundred ond six (706) mole stoff members ond six hundrecl ond

five (605) femole stoff members tronsloting to 54%and 46% respectively, ochieving

the required two thirds gender rule.
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Flgure 7 : Gender Distribulion of Employees ot the Centrol Bonk of Kenyo

r Male

r Female

r PWD Staff

r Other staff

Flgure 8: Persons with Disobilities (PWDs) ot the Centrol Bonk of Kenyo

PWD St.rff,2.40lrl,,

Other staff , 97.60%,
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33.The Bonk hos employed only thirty-one (31) stoff members who ore Persons with

Disobilities (PWDs) tronsloling to 2.4% which folls short of the requirements

stipuloted in Article 5a(4 ot the Constitution.

34.The CBK hos one hundred ond thirteen (1 l3) employees in the senior monogement

level, three hundred ond nine (309) in the middle level ond eight hundred ond

eighty-nine (889) in the lower codre. ln senior monogement level, the Bonk lrt.:s

only thirteen (l 3) ethnic communities, twenly-two (22) in the middle ond thirty-one

(3,l) in the lower codre. Notobly, mojority of the stoff in the senior monogement

ore from ihe Kolenjin community oI 2.4%, ond Kikuyu community in both the

middle ond lower level ot 7.5% ond 15.2% respectively.

35.CBK employed o totol of two hundred ond twenty-one (221) permonent ond

pensionoble stoff in the lost three (3) recruitment cycles. Twenty (20) ethnic

communities were represented, with the Kikuyu moking up the mojoril',, of forty

eight (48) employees tronsloting to 21.7%. Only one (l) PWD wos recruiled.

Currently, the Bonk hos only nineteen (19) controctuol stoff with bolh the Kikuyu

ond Kolenjin Communities moking up the mojority ot 26% eoch.

36.|n the rotio between the Nolionol populotion ond employment proportion, the

Kikuyu community is over-represenled with o positive vorionce of 7.48%.

37.CBK in the post five (5) yeors hos promoled two hundred ond seventy-five (275)

sloff from twenty-one (21) ethnic c:ommunities out of which, one hundred ond

forty-seven ll 47) were mole ond one hundred ond twenty-eight (128) werc

femole. Out of the employees promoted, nine (9) were PWDs.

Chollenges foced in promoling diversily

i. The need for regulor troining/sensitizotion on diversity ond inclusion for oll

employees to enhonce oworeness regordlng diversity ond inclusion.

ii. The need to put in ploce mentorship ond sponsorship progroms to support

coreer development/progression

iii. The need to develop ond implement young tolent progroms for succession.
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Miligotion meosures lo curb the chollenges

Diversiiy ond inclusion troining.

Mentorship ond sponsorship progroms.

Young tolent progrom.

Policy review.

Meosures pul in ploce lo enhonce work environmenl for PWDs

Guidelines for extension of reiirement on occount of disobility.

Workploce occessibility.

The Bonk hos o Stoff Clinic which recommends orthopoedic/speciol seots for

sioff thot require them due to disobility or medicol reosons.

The Bonk mokes considerolion when plocing/tronsfening stoff in roles either due

1o physicol or mentol disobilities.

3BK hos included heoring oids on the Stoff Medicol cover to coter for those

thot hove heoring impoirments.

The Stoff Clinic refers stoff for counselling, theropy ond psychiotric core

whenever they require such services.

The Bonk periodicolly conducts oworeness sessions for oll stoff e.g. mentol

heolth oworeness sessions wilh experls or speciolists.

Torgeted recruitment outreoch.

Support groups.

t

tv

VIII

rx

3.3AGRICULTURE AND FOOD AUTHORITY

38.The Agriculture ond Food Authority (AFA) is o Slote Corporotion estoblished under

the Agriculture ond Food Authority Act, No. l3 of 2013. The Authorily wos creoted

os port of the Government's reforms to streomline the ogriculturol seclor by

consolidoting vorious commodity-specific regulolory bodies into o single

institution. lt's mondote is to regulote ond develop ogriculture in Kenyo wilh o

focus on scheduled crops os provided for in the First Schedule of the Act.
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39.The Director Generol, Dr. Bruni Linyiru, OGW, oppeored before the Notionol

Cohesion ond Equol Opportunity Committee on Thursdoy, 25th September 2025

ond mode the following submissions:

40.Cunently, AFA hos on in-post of four hundred ond seventy-seven (472) employees.

Only twenty-tour (241out of forty-six (46) ethnic groups hove been employed in

the Compony controry to the provisions of Article 232 (1) (h) ond (i) of the

Constitution. Mojority of the stoff ore from one (1) community nomely, Kolenjin ot

19.71%.

ETHNIC REPRESENTATION

r No. of Employees I Percentage %

41.|n onolysis of the oge composilion, mojority of the stoff foll between the oge

brocket of 4l-50 yeors with one hundred ond fifty-four (154) employees tronsloting

to 32.29%.
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Figure 9: Ethnic Composition of Stoff ot the Agriculture ond Food Authority
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AGE REPRESENTATION

r No. of Employees t Percentage %
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Flgure'10: Age Distribution of Employees ot the Agriculture ond Food Authority.

42.AtA hos two hundred ond eight (208) mole stoff members ond one hundred ond

ninety-seven (197) femole stoff members tronsloting lo 59% ond 41% respectively,

folling slightly short of the two thirds gender rule.
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Flgure I I: Gender Distribution of Employees ot the Agriculture ond Food Authority

r PWD Staff

I Otn.i qtaff

Figure l2: Persons with Disobilities (PWDs) ot the ngriculture ond Food Aulhority

43.The Authority hos employed nine (9) stoff members who ore Persons with Disobilities

(PWDs) tronsloting lo 1.9% which folls short of the requirements stipuloted in Article

5a(\ of the Conslitution.

44.AFA hos fifteen (15) employees in the senior monogement level, one hundred ond

sixteen (l l6) in the middle level ond three hundred ond forty-six (3a6) in the lower

codre. ln senior monogement level, the Bonk hos six (6) ethnic communities,

sixleen (16) in the middle ond twenty (20) in the lower codre. Notobly, mojority of

the stoff in the senior monogement ore from the Kombo community o1 26.7%, in

the middle level from the Kikuyu community ot 19%, ond in the lower codre from

the Kolenjin community o120.8%.

45.AFA employed only one (1) permonent ond pensionoble stoff in the lost three (3)

recruitment cycles who is from the Toito community. Currently, the Bonk hos two

2t

PWD Staff, 7.90%,2%

Other StafI,98.l0%
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47
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iv

i.

ii.

iii.

iv.

ii.

iii.

ir.

hundred ond twenty-five (225) controctuol stoff serving under cosuol, temporory

ond conlrocl lerms of service.

ln the rotio between the Notionoi populotion ond employment proportion, tlre

Meru communiiy is over-represented with o positive vorionce of 7.5%.

AFA in lhe post five (5) yeors hos promoted thirlyJour (34) stoff from fourteen (14)

ethnic communities out of which, thirieen (,l3) were mole ond twenty-one (21)

were femole. Out of the employees promoled, only one (1) wos o PWD.

Chollenges foced ln promoling diversity

lnobility to undertoke recruitment of stoff to fill gops orising from noturol ottrition.

Achievement of the 5% representoticn of PWDs due to inobility to recruit.

Certoin job recruitments lhot ottroct only femoles/moles.

lnobility to recruit due to the lock of opproved HR lnstruments.

Mitigotion meosures lo curb lhe chollenges

Develop ond hove opproved Humon Resource lnstruments to focilitote filling

of existing voconcies.

Unfreeze the morolorium on recruitments in the public service.

Colloborole with the NCPWD on identificotion of quolifying PWDs for

odvertised positions.

More sensitizotion on gender roles ond diversity lo encouroge both genders to

toke up roles in non-troditionol gender ossocioted coreers.

Developing ond submitting HR lnstruments for opprovol ond subsequently

undertoking recruitment.

Meosures pul in ploce lo enhonce work environmenl for PWDs

Physicol odjustments through conslruction of romps for enlry ond exit to ihe

buildings.

Provision of disobility friendly woshrooms.

Reservotion of porking spots for PWDs neor lhe entronce.

Disobility friendly reception desks to occord persons with physicol impoirment

eosy occess.
22



Development ond tronslolion of service chorters in lo broille for both English

ond Kiswohili versions.

An interoctive website wilh disobility feotures.

Troining ond engogement of Kenyo sign longuoge interpreters during vorious

forums for stokeholders.

Engoge Members of Porlioment ond Administrotive Units for updoting of

records ond for the direct contocts with the gross roots for the morginolized

communities.

3.4PUBUC SERVTCE COMMTSSTON

vl

vll

vl lt

48.The Public Service Commission (PSC) of Kenyo wos estoblished under Article 233

of the Constitution of Kenyo 2010 os on independent constitutionol commission

mondoted to esloblish ond obolish offices in the public service, oppoint persons

to hold or oct in those offices, ond confirm oppointments.

49.The Chief Executive Officer (CEO), Mr. Poul Fombo, CBS, oppeored before the

Committee on Tuesdoy, 3l st Morch ,2026 ond mode the following submissiorrs'

50.Currently, PSC hos on in-post of two hundred ond seventy-three (273) employees

ogoinst on opproved stoff estoblishment of five hundred ond eighteen (518). Only

fwenty-seven 127) oul of forty-six (46) ethnic groups hove been employed in the

Compony controry to the provisions of Article 232 (l) (h) ond (i) of the Constitution.

Mojority of the stoff ore from one (l ) community nomely, Kikuyu ot 19.05%.
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ETHNIC REPRESENTATION

r No. of Employees a PercentaBe %

51.|n onolysis of the oge composition, mojority of the stoff foll between the oge

brocket of 5l-60 yeors with ninety (90) employees tronsloting to 33%.
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Figure I3: Ethnic Composilion of Stoff ot the Public Service Commission
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Figure l4: Age Distribution of Employees ot the Public Service Commission

52. PSC hos one hundred ond thiriy-three (133) mole stoff members ond one hundrcd

ond forty (140) femole stoff members tronsloting Io 49% ond 5l% respectively.

ochieving the required two thirds gender rule.

25



*.4.
Male
49"/.

Fema le

5l%

GENDER REPRESEN IATION

r Male

r Female

r a: t,r i ,::

Flgure l5: Gender Distribution of Employees ot the Public Service Commission
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Figure l6: Persons with Disobilities (PWDs) ot the Public Service Commission
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53.The Commission hos employed seventeen (.l7) PWDs tronsloling to 6.24%which

surposses the requirements slipuloted in Article 54(2) of the Constitution.

54.PSC hos one hundred ond twenty-nine (1291 employees in the senior

monogement level, one hundred (100) in the middle level ond fortyJour (44) in

the lower codre.

55. PSC employed o lotol of forty-six (46) permonent ond pensionoble stoff in the lost

three (3) recruitment cycles. Sixteen (16) ethnic communities were representeo,

with Kolenjin moking up the mojority of eleven (l 1) employees tronsloting to 24%.

Out of the forty-six (45) employees, fourteen (14) were mole ond thirty-two (32)

were femole.

55.Currently, the Commission hos only two (2) controctuol stoff from two (2) ethnic

communities nomely, the Kombo ond Kikuyu. Out of the two (2) employees, both

ore mole.

57.|n the rotio between the Notionol populotion ond employment propcrtion, the

Embu community is over-represented with o positive vorionce of 2A5%.

58.PSC in the post five (5) yeors hos promoted one hundred ond fifty-four (154) s+cff

from twentylwo (221ethnic communities out of which, seventy-five (75) were mole

ond seventy-nine (791 were femole. Out of the employees promoted, ten (10)

were PWDs.

Chollenge foced in promoling diverslty

i. Boloncing meritocrocy with regionol bolonce.

ii. Historicolstoffinginertio.

iii. Geogrophicolborriers.

iv. lnodequote budget.

Mltlgollon meosure lo curb lhe chollenge

i. Stondordizotionofrecruitmentguidelines.

ii. Estoblishment of the volues ond ethics deportment.
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iv.

V.

vt.

lll.

iv.

vt.

Affirmotive oction fromeworks.

Outreoch progroms torgeting morginolized oreos

Copocity building for diversity.

Proposolfordecentrolizotion of Commission services in the Regions ond Counties

Meqsures pul ln ploce lo enhqnce work envlronmenl for PWDs

Provision of ossistive technologies.

lnfrostructure occessibility.

Reosonoble occommodotion fromework

Disobility moinstreoming committee.

Tox exemption support.

Torgeted troining ond sensitizotion.
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CHAPTER TOUR

4.OGENERAL OBSERVATIONS
59.Arising from the submissions mode, the Committee mode the following

observotions: Thot:-

l) All four (4) institutions sompled continue to reflect notoble disporities in their

stoffing composition. The Notionol Lond Commission (NLC) hos representotion

from twenty-nine (29) ethnic communities, CentrolBonk of Kenyo (CBK) thirty-one

(31), Agriculture ond Food Aulhority (AFA) twenty-four (24), ond Public Service

Commission (PSC) twenty-seven (27). Across oll instilutions, one (1) community

occounts for the lorgest shore of employees, with CBK recording tfre highest

representotion ot 24.8%. This remoins wilhin the legol threshold of one third but

reflects limited spreod ocross the full ronge of communities.

2) Three (3) out of the four (4) institutions hove not ottoined the minimum threshold

of 5% representotion of PWDs. NLC slonds ol 1 .4%, CBK ot 2.4% ond AFA oI 1.9%.

The Committee, however, commends PSC for ottoining o representotion level of

6.24%, thereby surpossing the constituiici.rol threshold ond demonstroting thot

complionce is ochievoble.

3) The oge composition ocross the institutions is skewed lowords older oge groups.

CBK ond PSC hove o significont proportion of stoff within the 5l to 60 oge brocket,

while AFA ond NLC show concentrotion within the 30lo 50 oge ronge, with fewer

employees in the younger oge cotegories.

4) Allfour (4) institutions hove complied with the two-thirds gender principle in overoll

stoffing levels. However, women remoin lorgely concentroted in lower ond

middle level positions, with limited presence in senior monogement roles.

5) lnslitutions reported low levels of opplicotions from morginolized commurrities c,-,d

PWDs during recruitment processes. Ai the some time, recent recruitment doto

indicoles thot certoin communities continue to dominote new oppointments, os

seen in NLC ond CBK where one community occounls for the highest number of

recruits' 
rg



6) Promotion doto ocross the instilutions reflecls porticipotion from different

communities. However, there remoins o cleor trend where dominont groups

benefit more from odvoncement opportunities, while representotion of PWDs in

promotions remoins low ocross oll institutions.

7) The Committee commends the Public Service Commission (PSC) for ottoining

6.24% representotion of Persons with Disobilities (PWDs), thereby surpossing the

constitutionol threshold ond demonstroting thot complionce is ochievoble. The

Public Service Commission (PSC) should document ond shore best proctices with

c-rther public institutions to support implementotion of disobility inclusion meosures

ocross the public service.
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CHAPTER FIVE

5.OGENERAt RECOMMENDATIONS
60.The Committee mode the following recommendotions: Thot within twelve (12)

monlhs of the odoption of this report:-

1. All public institutions should ensure complionce with Section 7 of the Notionol

Cohesion ond lntegrotion (NCl) Act by mointoinlng stoffing levels where no single

ethnic community exceeds one third of the totol workforce. lnstitutions should

progressively brooden representotion ocross the forty-six (46) communities of

Kenyo ond present diversity doto in percentoge terms ond through comporolive

onolysis ocross severol communities in order to promote bolonced reporting oiio

strenglhen public confidence.

2. All public institutions thot hove not otloined the constitutionol threshold ci 5%

representotion of Persons with Disobilities (PWDs) should implemenl offirmotive

oction meosures oimed of ochieving complionce. The Notionol Council for

Persons with Disobilities (NCPWD) should verify progress ond submit bionnuol

complionce reports to Porlioment in the rnonths of June ond December of every

yeor.

3. All public institutions should develop ond implement structured youth

recruitment, mentorship ond internship progrommes to enhonce youth

porticipotion in public service ond strengthen succession plonning. The Public

Service Commission (PSC) should publish onnuol doto on youth representoiion

ond monitor progress ocross institutions.

4. All public inslitutions should toke deliberote meosures lo ensure equitoble

representotion of women ocross oll job codres by enhoncing porticipotion of

women in senior monogement ond decision-moking positions. lnstitutions sirculel

submit onnuol gender distribution reports disoggregoted by codre level to the

Public Service Commission (PSC) for review ond onword submission to Porlioment.
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5. All public institutions should strengthen offirmotive oction strotegies oimed ot

increosing opplicotions ond recruitment from morginolized communities ond

Persons with Disobilities (PWDs). Such meosures should be undertoken in

colloborotion with County Administrotions, Members of Porlioment ond relevont

oversight ogencies in order to expond oworeness ond occess to opportunities

ocross oll regions of the country.

6. Ali public institutions should review ond stondordize their promolion fromeworks

to ensure foirness, tronsporency ond equol opporlunity in coreer progression.

Annuol oudits should be undertoken to ossess promotion trends ocross ethnicity,

gender, oge ond disobility, ond institutions should implement corrective

meosures where disporities ore identified.

7 . Ihe Public Service Commission (PSC) in colloborotion with the Stote Corporotions

Advisory Committee (SCAC), should estoblish o centrolized monitoring

fromework for diversity complionce ocross oll public institutions. Performonce on

diversrry indicotors should form port of the evoluotion of Chief Executive Officers

(CEOs) ond Boords, ond sonctions should be opplied in coses of persistent non-

complionce in occordonce with the relevont legol fromework.

8. The Public Service Commission (PSC) should undertoke o review within six (6)

months ofter odoption of this Report ond thereofter submit o stotus report to the

Committee outlining insiitutions thol hove demonstroted improvement ond those

thot hove foiled to show meosuroble progress in relotion to ethnicity, gender, oge

or' J clisobilily representotion.
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Orero Peter Ochieng', MP.

Athman Ndakwa, M.P.

Wanami Wamboka Jack Nelson, MP.

Charles Kamuren, M.P.

Antony Nloroge Wainaina, MP.

Joseph Lomwa Samal, MP.

Rahab Wachira Mukami, MP.

Anne Wanjiku Mugo Murathe, MP.

Clerk Assistant I

Clerk Assistant lll
Legal Counsel ll

-Serjeant at arms

MlN.NO. /NCEO/202511552 PRELIMINARIES
The Chairperson called the meeting to order at l0:28 a.m. followed by a word of prayer

MtN.NO. /NCEO/202511572 ADOPTION OF THE AGENDA
The agenda for the meetinS was adopted, having been proposed by the Hon. (Dr) Joseph lraya

Wainaina, and seconded by the Hon. Eng. Paul Nzengu, respectively.
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MlN.NO./NCEO/2026/158: CONFIRMATIONOFMTNUTES

The minutes of the 35d sitting held on Tuesday 4'h August, 2026 at l0:00am were confirmed as a

true record of the Committee's proceedings, having been proposed by the Hon. Eng. paul

Nzengu, and seconded the Hon. Dr) Joseph lraya Wainaina, respectively.

MrN.NO. /NCEO/2026/ I 59: CONSIDERATION AND ADOPTION OF THE
COMMITTEE REPORT ON EMPLOYMENT
DIYERSITY AUDIT IN PUBLIC INSTITUTIONS

The Committee considered and adopted the Report on Employment Diversity Audit in Public

institutions with amendment, that: pie chart should be included on rhe persons with disabilities

(PWD's) for each institution.

Having been Proposed bythe Hon. Muthoni Marubu and seconded bythe Hon. (Dr)Joseph lraya

Wainaina, respectively.

MIN.NO. /NCEO/2026/160: ADTOURNMENT
There being no any other business the meeting was adjourned at I l: l0 a.m., The nexr meetint
will be on Tuesday, I l'h August, 2026 at 10.00 a.m.

SIGNED.... DATE...... 2 t) o

HON. DR. YUSSUF ADAN HAJ!, CBS, MP.

CHAIRPERSON
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Background ofthe Central Bank of Kenya

The Central Bank of Kenya was established by an Act of Parliament of March 24, 1966. and

commenced operations on September 14, 1966. The Bank's independence is anchored in the

Constitution underArticle 231. Pursuant to this Article the Bank is responsible for fbrmulating

monetary policy, promoting price stability, issuing currency, and performing any other functions

conferred on it by the Central Bank of Kenya Act.

The CBK Act states the objects of the Bank as follows:

The principal objects are:

i. To fbrmulate and implement Monetary Policy directed to achieving and maintaining

stability in the general level ofprices.

ii. To fbster the liquidity, solvency and proper lunctioning of a stable market-based financial

system.

iii. To support the economic policy of the Government, including its objectives for growth and

employment.

Other objects are:

iv. To lbrmulate and implement foreign exchange policy.

v. To hold and manage its foreign exchange reserves.

vi. To license and supervise authorized dealers.

vii. To formulate and implement such policies as best promote the establishment. regulation,

and supervision of ellcient and effective payment. clearing and settlement systems.

viii. To act as banker and adviser to. and as fiscal agent of the Govemment.

ix. To issue currency notes and coins.

l. Current Employment Composition in Terms of Ethnicity, Age and Gender

i. Employment Composition in Terms of Ethnicity

In line with Article 232 of the Constitution of Kenya. 201 0 and in line with the Bank's Diversity

and Inclusiveness Core Value, CBK has employed staff from 3l Ethnic backgrounds which

comprises 67ohof the 46 ethnic communities. The Bank endeavors to progressively attract talent

liom across the country. Table I below illustrates the ethnic distribution of Staffat the Bank.
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Table l: The ethnic distribution of staff at the Bank

No Ethnicity Grand Totel Overell 7"

I Kikuyu 325 24.80o/o

2 Kalenjin 258 19.70Yo

3 Luo 139 10.600h

4 Kamba 123 9.40%

5 Luhya ll3 8.60%

6 Kisii 90 6.90%

7 Meru 66 s.00%

8 Maasai 3l 2.40Yo

9 Taita 30 2.30Yo

l0 Mijikenda 25 1.90o/o

il Embu 17 1.30%

12 Kenyan Somali 13 1.00o/o

l3 Borana 7 0.50%

14 Gabra 7 0.50o/o

l5 Samburu 7 0.500

l6 Suba 7 0.50%

t7 Kuria 5 0.40o/o

l8 Mbeere 5 0.40%

l9 Turkana 5 0.40v,

20 IlchamuVNjemps 4 0.30%

21 Kenyan Arabs 4 0.300

22 Pokomo 4 0.300

23 Swahili 4 0.30Yo

24 Taveta 4 0.30%

25 Teso 4 0.30%

26 Tharaka 4 0.30%

27 Bajuni 3 0.20%

28 Kenyan Asians 3 0.20o/o

29 Dorobo 2 0.20%

4



30 I 0.10%

3l I 0.10%

131I t00,%

ii. Employment Composition in Terms ofAge Distribution

The Bank's youngest population comprises Eighty One (81) staff in the age bracket of 2l to 30

years representing 6.2Yo of the total CBK staffcompliment of l3ll, Three Hundred and Forty Six

(346) are in the age bracket of 3 l to 40 at 26.40/o, Four Hundred and Twenty Two (422) are in the

age bracket of 4l to 50 at32.2o/o while the highest number of staffare in the age bracket of 5l to

60 years at34.7Yo. The Eight (8) staffwho are above 60 years (0.6%) comprise six (6) PWDs, one

(l) Depuf Governor and the Govemor who are presidential appointees. Table 2 illustates the

composition of staffby age distibution.

Ihble 2: Composition of Stefiby age dictribution

iii. Employment Composition in lbms GenderDistribution

The total head count by March 31, was One Thousand Three Hundred and Eleven (l3ll), out of

this number, Seven Hundred and Six (706) are Male accounting for 54%o while Fernale is Six

Hundred and Five (605) which is 460/o of the total staffcomplanent. The figure below illustrates

the employment composition in tenns of Gender distibution.
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60.00%
Overqll Gender Dlstribullon - Morch 2025

s4%

50.00% 46%

40.00%

30.00%
I Female I Male

20.00%

10.00%

0.00%
Total

2. Composition of Persons with Disabilities in CBK including nature of the

Disability in Compliance with Article 54(2) of the Constitution.

l. Employment Composition in Terms of Persons with Disabilities

CBK endeavors to comply with the provisions of Article 54(2) of the Constitution. The Bank is

an equal oppoffunity employer that is committed to diversity and inclusiveness. Accordingly, the

Bank is committed to equal opportunities for Persons with Disabilities (PWDS) in its

employment and aims to create an environment which enables them to work effrciently and

effectively in the delivery of the Bank's mandate.

The Bank currently has thirty-one (3 l) staffmembers with disabilities making up2.4%o of the total

staffof whom 42Vo are Female while 58% are Male. (Table 3).

Table 3: Age distribution of Staffwith disabilities

CBK Stalf - Persons with Disability (PWDs)

2l-30 0 0 0 O.0 o/o

3l-40 2 3 5 0.4 Vo

4l -50 3 8 ll 0.8 o/o

5l-60 5 4 9 0.7 o/"

Above 6l 5 3 6 0.5o/o

Total l3 l8 3t 2.4Yo
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ii. Employment Composition in Terms of Nature of Disability

Table 4 presents the employment composition in terms of the nature of disability. Out of the thirty-

one (31) staffwith disabilities, twenty (20) individuals have physical disabilities comprising 65%.

Hearing impairments are the next most common disability, affecting seven (7) staff members,

which represent22yo. Three (3) individuals have visual disability accounting for l0%o of the PWD

staff. One (l) has a mental disability; specifically, autism spectrum disorder (ASD), also

comprising 3%.

Table 4: Breakdown of stafr based on disability type.

3. Composition of the Governing Body in terms ofAge, Gender, Ethnicity and

Persons with Disabilities.

Central Bank of Kenya is govemed by a Board of Directors, composed of both Non-Executive

Directors and Executive Directors. These are professionals drawn from various sectors to offer

expertise in the governance structure ofthe Bank. Members of the goveming body as of December

2024 compris ed 630/o male and 37Yo female. None of the members are persons with disabilities

(PwD).

7
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i. Governing Body Composition in Terms of Age and Gender

The Board consists ofeight (8) individuals in total, their age and gender distribution is as tabulated

below:

Table 5: CBK Board of Dircctors and Management distribution by age and gender

ii. Goveming Body Composition in Terms of Ethnicity and PWD

Tabulated below is the composition of the Governing Body in terms of Ethnicity and PWD

Status.

Table 6: Governing Body and Management distribution in terms of ethnicity and PWD Status

4. Composition of Employees in Senior Management Level, Middle Level and

Lower Cadres in Terms of Ethnicity, Age, Gender, and Persons with Disabilities

i. Grade level Composition in Terms of Ethnicity

The Bank is composed ofdiverse ethnic backgrounds spread across various cadres as illustrated

in table 7 below:

8

Board Members I ) I 3 4

Chairperson I I

Govemor I I I

Deputy Govemors I I I ,
Grand Total I 2 3 ) 3 5 8

I 0 4Board Members I

0 IIChair

I 0 2Deputy Governors I

0 IIGovernor
,| , I I I 0 8Grand Total I



Table 7: Distribution of Staff by grade and ethnicity

Ethnhtty
Scnlor

M8t

o/e Senlor

M8t

Mlddlc

Mgt

7c Middle

Mgl

Lower

Cadre

o/o l.ower

Cedre

Grard

Totel

o/c Gnnd

Totrl

KIKUYU 28 2.10o/o 98 7 .50o/o 199 15.20o/o 32s 24.80o/o

KALENJIN 3t 2.4oo/o 6l 4.70o/o t66 12.7 Oo/o 258 19.70Y"

LUO 9 0.700h 30 2.30o/o t00 7 .600/o 139 l0.60Vo

KAMBA l0 0.80olo 33 2.50o/o 80 6.10o/o 123 9.40o/o

LUHYA t4 I -IOY. t8 I .40o/o 8t 6.20o/o il3 8.60Y"

KISII 8 0.600/o l3 1 .OOV. 69 5.30o/o 90 6.90o/o

MERU 5 0.40o/o l6 1.20% 45 3 .4oo/o 66 5.00%

MAASAI 2 0.20% 7 0.50Yo 22 I .7 0o/o 3l 2.40o/o

MIJIKENDA 0.10% ) 0.20o/o 22 1.70% 25 I .90o/o

KENYAN SOMALI 0.08% 2 0.15o/o l0 0.7 60/o l3 0.99Vo

BORANA 2 0.2OYo 0.00% 5 0.400io 7 0.50%

GABRA 0.10o/o I 0.10o/o 5 0.40o/o 7 0.50o/o

SAMBURU O.l Oo/o J 0.20o/o 3 O.2oo/o 7 0.50%

ARAB 0.00% 0.00% 0.10o/o I 0.100/o

BAJUNI 0.00% 0.00% , 0.20% J O.2oo/o

DOROBO 0.00o/o 0.00% 2 O.20o/o 2 O.2oo/o

EMBU 0.OOY. 6 0.5 0ozo ll 0.80v, t7 1.30%

ILCHAMUS/l.lJEMPS 0.00% 0.100 J O.20o/o 4 0.30o/o

KENYAN ARABS 0.00% 0. r0% 1 0.20% 4 O.30o/o

KENYAN ASIANS 0.00o/o 0.10% 2 0.20010 J O.2OYo

KURIA 0.00Vo J 0.200/l. 2 0.20o/o 5 0.40o/o

MBEERE 0.O0o/o 0.10o/o 4 0.3 0ozo 5 0.40%

POKOMO 0.00% 0.00o/o 4 0.3oo/o 4 0.30V.

RENDILE 0.00% O.0OVo I 0.10o/o I 0.10o/o

SUBA 0.00% 0.00% 7 0.50% 7 0.50%

SWAHILI 0.00Vo 0.100 3 0.20o/o 4 0.30Vo

IAITA 0.00% 6 0.500h 24 r.80% 30 2.30o/o

TAVETA 0.00% 0.00% 4 0.30% 4 0.30o/o

TESO O.00o/o ) 0.20o/o 2 0.20o/o 4 0.30Yo

THARAKA 0.00% , O.20V. I 0.10o/o 4 0.30o/o

TURKANA 0.00o/o O.0OYo 5 0.40% 5 0.4oo/o

Grand Total ll3 8.6O0/" 309 23.600 889 67 .8Oo/" l3l I 100.00%
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Age Group

Senior

Management

7o Senior

Msl

Middle

Managemenl % Middle Mgt

[,owor

Cedrc

'/c Lower

Cadre

2t-30 8t 9.lo/o

3t-40 2 2Yo 5'7 l8o/" 287 32.3o/o

4l-50 35 31"/o 97 3lo/o 29t 32.7 o/o

5 t-60 74 650/" 152 49Yo 228 25.60/"

6l and above 2 2o/o 3 lo/o 2 O.3o/o

ll3Grand Total 309 889

ii. (iraclc lerel ('onrposition in lL'rms of'Asc

Tabte 8 illustrates the distribution of stalf by age and cadre

Table 8. The distribution ofstaffby age and cadre

) Distribution by Age and Cadre

iii. Gradc ('tlrnl.rosition in 'lernrs ol'Gendcr and l)ers()ns u ith I)isabilitics

The distribution of staff by grade. gender and PWD status is presented in Table 9

Table 9: The distribution of staff by grade, gender and PWD status

c/c

Grend

Totel

5. Total Nuntber of Permanent and Pensionable Staff enrployed in the last three

(3) years and their Representation in Terms of Ethnicity, Age, Gender' and

Persons with Disability

l. I)istrihulion ot'Recruitnlcnt li)r the last 'l hrec \tars hv lithnicitr'. (iender artd l)crsons

uith I)isabilit ics

Crdre Female
Female

Totrl

o/c

Female

Total

Male
Male

Totel

% Malc

Total

Grand

TotalPWD

No

PWD

Yes

PWD

No

PWD

Yec

Senior

Management 32 33 60/o 78 2 80 I lo/" l13 8.6vo

Middle

Mrnagement t48 4 152 25o/o t54 J 157 22% 309 23.60/o

Lower Cadre 412 8 420 69% 456 l3 469 660/o 889 67 .Eo/o

Grend Total 592 l3 60s l00o/o 688 t8 706 IOOYI l3l I lOOo/"

Percentage PWD of

Totsl Headcount
lo 1.40lD 2.4Oo/"

10



Central Bank olKenya is an equal opportunity employer and endeavors to ensure that it adheres

to its Talent Acquisition principles of promoting openness. fhirness. inclusivity and that the

integrity' of the Talent Management process is upheld.

In the last 3 recruitment cycles the Bank hired 221 employees liom 20 ethnic groups which is

43% of the current total 46 ethnic comrnunities.48% are Female and 52%o are Male.

CBK continues to embrace the representation of Kenya's diverse communities. The distribution
olthe new staflby ethnicity. gender and persons living with disability is illustrated in Table 10.

Table l0: Distribution of Recruitment for the last Three Years by Ethnicity, Gender and

Persons with Disabilities

No. Ethnicity

Femele
Female

Total

Male

Male Total
Grand
Total

7o Grand
TotalPWD No

PWD

Yes
PWD No

KIKUYU 23 I 24 24 24 48 2l.70Yo

) KALENJIN 23 23 2l 2l 44 19.90o/o

3 LUHYA t4 l4 il il 25 ll.30o/"

4 LUO 6 6 l5 t5 2t 9.30o/o

5 KAMBA 6 6 t4 t4 20 9.00o/o

6 KISII l2 t2 8 8 20 9.OOo/"

7 MERU 8 8 4 4 l2 5.40o/o

8 KENYAN SOMALI 3 J 3 3 6 2-7lo/"

9 MIJIKENDA 3 3 I 4 1.80o/o

l0 TAITA 3 3 I I 4 L80l,h

ll MAASAI 3 5 3 1.40o/o

t2 TURKANA 2 2 I I 3 1.40o/o

t3 EMBU 2 ') ') O.9to/o

l4 MBEERE 2 2 , O.90o/o

t5 SAMBURU 2 ) , 0.90l,h

l6 BORANA I I I 0.50%

t7 ILCHAMUS/NJEMPS I I 0.50"/o

l8 POKOMO I I I 0.50%

l9 SWAHILI I 0.50%

20 TESO t O.50Yo

Grsnd Total t05 I 106 tt5 ll5 221 lO0o/"
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a Distribution ol Recruitment tbr the last Three Years by Age and Management Levels

Out of the new two hundred and twenty-one (221) employees; Middle management comprises of
twenty-tbur (24) employees constituting l1% of the entire staff. Senior management consists of
twenty-two (22) individuals making up l0% of the workforce and the majority, one hundred and

seventy-five ( I 75 ) staff members or 79%o, serve within the lower cadre.

Table I l: Distribution of Recruitment for the last Three Years by Age and Management Levels

6. Total Number of Contractual Staff Serving Currently and their

Representation in terms of Ethnicity, Age, Gender and Persons with

Disabilities.

i. Distribution of Contract statl'by Gender. Age and Ethnicity

Currently, I .4% (19) of staff are on contract. The remainin g 98.6% (1292) are on Permanent and

Pensionable Terms. At the time of extending Employment Oftbrs. the Bank provides options for

the new statf to either choose to be employed on Permanent and Pensionable terms or on Contract

terms. Additionally, the Govemor and Deputy Govemors are appointed on contractual terms. The

Bank does not have any contractual staff who are PWDs.

Crdre Senior Mgl
7o Senior

Mgt
Middh Mgt

% Middle

Mgt

Lower

Cedre
'/o l.awet

Cadre

Grand

Totgl

o/o

Grand

Total

2l-30 75 33.9o/o 75 33.9'/s

3 t-40 2 0.9/o t2 5.4o/o E6 38.9/o 100 15.2'/o

4l-50 l2 5.4o/o 9 4.lo/o II 5.0o/o 32 14.5o/o

5l-60 7 3.2o/o 3 l.4Yo 3 1.4% t3 5.9o/o

6l and Above I 0.5% 0.0o/o 0.0o/o I 0.5o/o

Grand Total 22 l0o/o 24 llo/o 175 790h 221 100.0%

I
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Table l2: Distribution of Contract staff by Gender, Age and Ethnicity

7. Ratio Between the National Population and Employment Proportion in CBK

Based on 2019 National Population and Housing Census.

CBK is in compliance with Section 7(2) of the National Cohesion Integration Act, 2008 which

provides that no public establishment will have more than one-third of its staff from the same

ethnic community (Table l3 refers).

Table l3: CBK- Ethnic Distribution (underrepresentation and overrepresentation) - based

on 2019 National Po ulation and Housin Census

Contrsct strlT Distribution by Gendcr, Age and Ethnicity

Ethoicity

Female

Fcmrlc Totrl

Male
Mele

Tot l

Grand

Totel

7c Grand

Totrl4l-50

Years

5t{0
Years

3140

Years

4r-50

Yerrs

5l{0
Years

6l end

Above

KAt.llNllN 3 3 1 .,
5 26v"

KIKLrYtl 1 2 'l J 5 26"

KAMt}A 2 3 t6v,

KISII 1 2 't llo/"

MAASA I I 3Y"

MlJlKtrNl)A I I 3o/"

KENYN N SoMAT.I I 5"

IAtlA I I

Grand Total I 6 7 I 2 8 t2 l9

7o Populotion

Brsed on 20t9

Census

Over (+vc/ Under (-

Ve) reprecentrtion
Fcmrle Mrlc

Grend

Totel
Overell 7oNo. Ethnicity

17.31/0 7 .48o/o165 t60 325 24.79o/"KIKUYU

l3.5lo/o 6.17o/"I 14 144 258 19.680/"2 KALENJIN

O.73o/o I .560/ol8 t2 30 2.29o/"3 TAITA

5.7 4o/o t.tzv,4 KISII 38 52 90 6.860/o

5.03% 4.2OYo O.84o/oMERU 4l 25 665

0.44o/"8 9 t7 I .30o/" 0.860/o6 EMBU

0.060/o 0.250/o2 2 4 0.31o/"7 TAVETA

O.3lo/o 0.070/o 0.74o/o8 ILCHAMTJSNJEMPS 4 4

0.53o/o 0.30o/o 0.23o/o9 GABRA 2 5 7
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a

No. Ethnicity Femrle Mele
Grrnd

Totrl
Ovemll 7e

7o Population

Bec.d on 2019

Ccnsus

Over (+vc)/ Under (-

Vc) rGp1e3.ntrtlon

t0 SUBA 3 4 7 0.53o/o 0.34o/" 0.20o/o

lt SWAHILI 4 4 0.31o/o 0.120/o 0.19o/"

l2 KENYAN ARABS 3 4 0.31o/o 0.l3Yo 0. I 8olo

r3 KENYAN ASIANS 3 3 0.23o/o 0.1ff/o O.l3o/o

t4 DOROBO 2 2 0.15o/o 0.05o/o O.l0o/"

l5 POKOMO J 4 0.31o/o 0.24o/o 0.070/o

l6 BAJUNI t 3 0.23o/o 0.19o/o 0.03o/o

t7 MBEERE I 4 5 0.38o/o 0.41o/o -0.03o/o

l8 ARAB I I 0.08o/o 0.13o/o -O.05Yo

l9 BORANA ) 5 7 0.530/o 0.59o/o -0.05o/o

20 RENDILE I 0.08% 0.20o/o -0.13o/o

2l THARAKA 3 I 4 0.31o/o 0.47o/o -0.160/o

22 MAASAI l6 l5 3t 2.360/o 2.530/" -0.160/o

23 LUO €) 55 84 139 10.600/o 10.77o/o -0.160/"

24 SAMBI.,lRU 2 5 7 0.530/" O.7lo/" -O.l7o/o

25 KURIA I 4 5 0.38o/o 0.67o/o -0.29/o

26 KAMBA 48 75 t23 9.38o/o 9.91o/o -0.53o/o

27 TESO 2 ) 4 0.31o/o 0.89o/o -0.58olo

2E TURKANA 3 2 5 0.38o/o 2.160/o -1.78o/o

29 MIJIKENDA l2 t3 25 l.glyio 5.29/o -3.38o/o

30 KENYAN SOMALI 5 E t3 O.99o/" 5.91o/" -4.92o/"

3l LUHYA @) 48 65 ll3 8.620/o 14.500h -5.88o/o

Grand Total 605 706 131l 100.00%

8. Status of Compliance with Section 7 of the National Cohesion Integration Act,

2008 and Article 232 (l) (h) and (i) of the Constitution, Including Efforts Made

by the Bank to Enhance Compliance

CBK seeks to always comply with the provisions of the National Cohesion and Integration Act,

2008 and the provisions of Article 232 (1) (h) and (i) of the Constitution.

. CBK endeavors to represent Kenya's diverse communities in the employment of stafL

. The Bank has employed staffcomprising6To/o of the 46 ethnic communities.
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. CBK does not currently have more than one-third of its Stafffrom the same ethnic

community.

r In the last 3 recruitment cycles the Bank hired 221 employees from 20 ethnic

groups which is 43"h of the current total 46 ethnic communities.

. CBK's Staffcomplement comprises 46"hFemale and 547o Male.

. 2.4oh of staff are Persons With Disabilities - 42o/o are Female and 58% are Male.

. CBK is an equal opportunity employer and has in place HR policies and practices aimed

at ensuring equal opportunities for appointments, promotions, transfers. trainings. career

progression opportunities and provision of / access to benefits, facilities and services to

men, women and persons with disabilities.

. CBK has in place Policies and Processes that protect staff members from any fbrm of

harassment or discrimination on grounds of ethnicity, gender, age, disability or other

aspects.

9. Challenges faced by the Bank in Bid its bid to Enhance Diversity of

Employees and Mitigation Measures to curb the challenges

(i) Challenges

o The need for regular training/sensitization on diversity and inclusion for all

employees to enhance awareness regarding diversity and inclusion.

o The need to put in place mentorship and sponsorship programs to support career

development / progression.

. The need to develop and implement Young Talent programs for succession.

(ii) Mitigation measures to enhance diversity of employees

The Bank continues to put in place measures to enhance diversity of employees, some of the

measures are: -

Diversity and Inclusion Training: The Bank will provide regular training to all

employees on diversity, Inclusion, unconscious bias and disability awareness.

Mentorship and Sponsorship Programs: The Bank will implement mentorship and

sponsorship programs to support the career development of underrepresented

employees.

15
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Young Talent Program: Plans are underway to implement a structured intake program

designed to identifo, recruit, and develop young Kenyan Talent. The program will

include a structured training program as well as a mentorship and coaching program.

Policy Review: The Bank is committed to being an equal opportunity employer and

shall not discriminate against an employee on grounds of gender, ethnicity, age, marital

status, disability or perceived political affiliation. The Bank continues to conduct

regular reviews of its policies to ensure that they are relevant and inclusive

10. Measures put in place to promote Persons Living with Disability friendly

work environment

The Bank continues to put in place measures to promote PWD fiiendly work environment,

some of the measures are: -

o Guidelines for extension of retirement on account of disability: The Bank has

developed Guidelines providing detailed guidance to Bank staffon the application

process for extension ofthe retirement age on account ofdisability. The guidelines

were communicated to all employees via Governor's circular no. 9 of Nov. 2023.

o Workplace Accessibility: The Bank has put in place measures to ensure that the

physical workspace is accessible for PWDs such as access ramps and lifts fiom

ground floor level.

o The Bank has a Staff Clinic which recommends orthopedic / special seats for Staff

that require them due to disability or medical reasons.

. The Bank makes consideration when placing / transferring staff in roles either due

to Physical or Mental disabilities.

o The Bank has included hearing aids on the Staff Medical cover to cater for those that

have hearing impairments.

r The StaffClinic refers Stafffor counselling, therapy and psychiatric care whenever

they require such services.

o The Bank periodically conducts awareness sessions for all Staff e.g. Mental Health

Awareness sessions with experts / specialists.

o Targeted Recruitment Outreach: Going forward, the Bank will engage with local

authorities in marginalized regions, and organizations that support persons with

disabilities, women, and minority groups to reach a wider pool of qualified candidates

and achieve a better regional mix within its workforce. E.g. National Council for
16
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Persons with Disabilities (NCPWD) and University Associations. to share infbrmation

on vacancies/ advertisements for dissemination.

Support Groups: The Bank will consider tapping into established groups that support

women, minority groups and PWDs to provide networking opportunities and a platform

for advocacy.

11. Institutional Policy on StaffTraining and Development

The Bank has an approved Leaming and Development (L & D) Policy and Framework to develop

an effective workforce that contributes to the success of both the individual staffand various teams

in the achievement of the overall objectives of the Bank.

Table l4: Items in the Training Policy and description

The L & D Policy guides the Leaming and Development function to facilitate

capacity building progr{rms that comprise Personal Development training,

Leadenh ip Development, Continuo us Professional Developme nt, Stat utory

Train ing, Stafi Sensitizatian/Awareness, Works hops and Seminars.

I

Objective of

the L& D
Policy

Key Design

Principles for

theL&D
Framework

The L & D Framework is anchored on key design principles that include -

skills and competenciesfor each role. leveraging on technologt,futute

focused skills, measuremenl of impact and a holistic approoch lhat speaks to

the needs ofan individual at personal and organizational level.

Includes the Governance Structure with Governor as approving authority,

outlines roles and responsibilities ofall stakeholders, blended Training

Budget that is both centralized and decentralized. The Structure end

Delivery mechanism is based on 70.30.10 leaming model, where 707o of the

learning is done on-thejob, 20%"viapeer/coach support and l07o through

formal leaming.

Key Elements

ofthe L & D

Framework

17



12. Total Nuntber of Staff Trained for the Last Three (3) Financial Years in ternrs

of Ethnicity, Age, Gender and Persons with Disability.

i.l'raining Distrihution pcr [:thnicitr in the last 3 1,ears

The Central Bank of Kenya has continued to invest in capacity building across its workfbrce, with

training data over the 202212023. 202312024, and 202412025 tinancial years reflecting

participation across various ethnic groups.

Table l5: Training Distribution by Ethnicity in the last 3 years

No
Ethtrlcity 2022n023

o/o

Trrined 2023n024

'/o

Trained 2t21t2fr25 7c Tnhed

I KIKUYU 266 26.7o/o 227 29.60/o 279 26.3o/o

) KALENJIN 200 20.0% t48 19.3o/o 20s t9.3%

3 LUO r09 l0.g%o 75 9.8% t2t I I .4o/o

4 KAMBA 90 9.0o/o 62 8.loh 106 10.0o/o

5 LUHYA 87 8.7o/o 58 7 .60/o 8l 7 .60/o

6 KISII 69 6.9o/o 56 7.3% 66 6.2o/o

7 MERU 60 6.0o/o 37 4.8o/o 50 4.7o/o

8 MAASAI t9 I .9o/o l2 I .60/o 25 2.4o/o

9 TAITA l8 I .8o/o l3 t.7% 22 2.lo/o

l0 MIJIKENDA t4 I .4Yo 7 0.9o/o l8 I .7o/o

u EMBU 8 0.8o/o 6 0.8o/o t2 I .lo/o

t2 GABRA 8 0.8% t0 I .3o/o 8 0.8o/o

l3 SAMBURU 4 0.4o/o 9 I .2o/o 9 0.8o/o

t4 TESO 4 0.4% 6 0.8o/o 5 0.5o/o

l5 KURIA 2 0.2o/o 6 0.8o/o 6 0.60/o

l5 SUBA 4 0.4% 2 0.3o/o 8 0.8o/o

t7 MBEERE 5 0.5o/o 6 0.8o/o ) 0.2%

l8 THARAKA 3 0.3o/o 4 0.5o/o 4 O.4o/o

l9 BORANA 0.00h 5 0.7o/o 5 0.5o/o

20 KENYAN SOMALI 7 0.70 4 0.5o/o 4 0.4o/o

2t ILCHAMUSNJEMPS 6 0.6Yo I 0.lo/o 2 O.2Yo

22 KENYAN ARABS 2 0.2o/o 3 0.4Yo J 0.3o/o

23 TAVETA I O.lo/" J 0.4o/o 4 0.4o/o

24 POKOMO 4 0.4% I 0.lo/o 2 0.2Vo

,{ DOROBO 2 0.2% I 0.lo/o 3 0.3o/o

26 BAJUNI ) O.2o/" I 0.lo/o 2 0.2o/o

27 KENYAN ASIANS I 0.1% I 0.lo/o 3 O.3o/o
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No
Ethnlclty 2022n023

%

frained 2023t2024

o/o

Trelned 2U24n023 o/o Trained

28 SWAHILI .,
O.2o/o I 0.lo/o 2 0.2o/o

29 ruRKANA 0.lo/o 0.0o/o 2 O.2Vo

30 ARAB 0.0o/o 0.lo/o 0.0o/o

3l RENDILE 0.0% 0.0o/o I 0.1%

Grand Total 998 100.0% 766 100.0% 1060 r00.0%

ll I)istrihution ol'lraining b1 Gcndcr. Age artd I)\\'l)

Age group Year

Femele Mele

PWD No PWD Yes Total PWD No PWD Yes Totel

2l -30 Years

2022t2023 2 2 4 4

2023/2024 2 ) 4 4

202412025 4 4 8 8

2l-30 Years Totel 8 8 l6 l6

3 l-40 Years

2022t2023 132 133 l14 5 l19

202312024 93 93 82 2 84

2024t2025 t26 3 t29 135 4 139

3l{0 Years Total 351 4 355 331 lt 342

4 I -50 Years

2022t2023 t7t t t74 200 6 206

202312024 135 t36 148 4 t52

2024n025 174 2 t76 2t5 9 224

{l-50 Years Total 480 6 486 s63 l9 s82

5 I -60 Years

202212023 r5l 5 166 187 5 192

2023/2024 128 I 129 157 5 162

2024t2025 172 4 t76 t92 4 t96

5l-60 Yeers Total 461 l0 411 536 l4 550

6l and Above

2022/2023 I l

2023t2024 ) 2 ) 2

202412025 3 3 5 5

6l and Above Total 6 6 8 8

Grand Total 1300 26 t326 1446 52 t 498
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13. Institutional Policy on Recruitment

Talent Acquisition Policy Statement

The policy sets out to ensure, as far as possible, that the best people are recruited on merit and that

the recruitment process is free from bias and discrimination and is in accordance with the values

of Public Service as enshrined in the Constitution.

In particular, the process shall afford equal opportunity for the appointment of men, women,

members of all ethnic and religious groups and persons with disabilities.

Purpose of Recruitment and Selection Policy

The purpose of the policy is to ensure that talent gaps are competitively filled for all positions by

sourcing both internally and extemally.

Underlying Principles

' The Bank shall always be guided by the approved establishment.

. All appointments will be based on a transparent recruitment and selection process consistent

with the values and principles of Public Service as enshrined in the Constitution.

r The Bank will plan for talent requirements for the present and future, based on business needs.

14. Staff Promotions in the past Five (5) Years in terms of Ethnicity, Gender, Age

and Persons with Disabilities.

CBK staffare offered equal career development / progression opportunities. Over the past five (5)

years, a total of two hundred and seventy-five (275) staff members at the Bank were promoted.

These promotions were distributed across gender, ethnicity, and disability status, reflecting the

Bank's approach to inclusive career progression.

Out of the two hundred and seventy-five (275) total promotions, one hundred and twenty-eight

(128) were female staff, with three of these individuals being persons with disabilities (PWDs).

Male staffaccounted for one hundred and forty-seven(147) promotions, six of whom were PWDs.
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l. Prornotions hv ethnicitr'. (icnder and P\\jD

Table l7: CBK-Distribution of staff Promotions for last five (5) years by Ethnicify, Gender
& PWD

No. Ethnlclty

Female

Female

Totrl

Mrle

Male

Total

Grand

Total

Percentage

("/u)

PWD

No

PWD

Yes

PWD

No

PWD

Yes

KIKUYU 37 37 39 4 43 80 29.1o/o

z KALENJIN 7t I 22 32 z 34 56 20.40

J LUO t2 t2 2t 2t 33 12.0o/o

4 KISII l3 I t4 l0 l0 z4 8.7 o/o

5 LUHYA 9 9 t2 t2 2t 7.60/o

6 KAMBA 6 6 I 8 l4 3,lo/o

7 MERU r0 I ll 3 3 l4 5.1,h

8 TAITA 6 6
,,

2 8 2.gVo

9 MAASAI ) ) ) 3 5 1.80h

l0 EMBU 2 2 I I 3 l -lo/"

ll GABRA 2 2 3 l,lo/o

l2 SWAHILI t 3 3 l.lo/"

l3 KURIA ) ') t 0.1o/o

t4 SAMBURU 2 2 t 0.1o/o

l5 BAJUNI I I 0.4o/o

t6 BORANA I I 0,4"h

t7 DOROBO I I 0.4o/o

l8 MIJIKENDA I I 0.4o/o

l9 SUBA I 0.4o/o

20 TAVETA I I 0.4"h

2l THARAKA I I D.4o/o

Grand Total l2s 3 t28 l4l 6 t47 ,1< 100"/o

ii.[)istribution ol'pronrotion by Age . (iendcr and PWD

Over the last 5 years. the Bank has promoted 275 shff spread across 2l ethnic backgrounds

This comprise d of 47o/" f-emale staff and 537o male statl.

Out of a total of two hundred and seventy-tlve (275) promotions. one hundred and twenty-eight

(128) were awarded to l'emale statf members and one hundred and tbrty-seven (147) to males.

Among these. a total of nine statf \&'ere persons with disabilities (three (3) t-emale and six (6) male).
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Table l8: Distribution of promotion by Age and Gender

Age Group

Femele

Femelc Totrl

Mlh

Malc Totrl Grend TotelP\ilD NO PVYD Ycs PWDNo PIYD Ycr

2 t-30 t 4 4 5

3 l-40 43 43 54 I 55 98

4 l-50 5l 52 48 , 50 t02

5 t-60 30 2 32 35 2 37 69

6l and Above I I I

Grand Total t2s 3 t28 l4t 6 t47 275

15. Compliance with the Thirty (30%) Percent Public Procurement Reservation

for Special Interest Groups as Provided for Under Section 157 (12) of the Public

Procurement and Asset Disposal Act.

The Bank endeavors to comply with the Public Procurement and Assets Disposal Act 201 5:

r Due to the nature of the Bank's mandate and operations, its annual procurement

requirements consist of highly specialized goods and services from manufacturers or

authorized partners.

r These include Banking systems, Currency and currency equipment and its maintenance,

ICT software & licenses. Other items of high value include Consultancies, Insurance

covers, Leases of premises, Procurement and servicing of Generators & Motor Vehicles

and supply of fuel.

. Currently, the value of Non-Specialized (Non-core) goods, works and services reserved for

AGPO group is 57.05% of the planned procurement for the year 202412025.

. The Bank has endeavored to sensitize the AGPO group through workshops to ensure that

they lully participate in the procurement opportunities reserved for them.

. All procurement reports are submitted to the authority through the PPIP portal pursuant to

PPRA circular no PPRA/6/5/VoI l(234) dated I't luly 2022.

15.(a) Status of Compliance of the Thirty (30%) Reservation of Public

Procurement for the Disadvantaged Groups since January 2016
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4.339o306,964, t68.00l ,860.958,3 74.00'7 .094.61I .458.28 4,926,688,9 l 6.28

I .7 9oto90.966.260.00t29.466.260.005,090,93 1,048.00 4.96 I ,464,788.00

6.32%648.440,56 r .005.658.229.300.00 4.-s96.1il.861.00I 0,254,34 I. I6 I .00

I .640/o1.56 r ,264,01 8.48 146.07t.360.007 .360,244,658.538,92 1,508,677.00

I .54Y.Ir5,09r.420.00I .349.578.528.007 ,452,882.042.O0 6. 103,303,5 t4.00

'l .260/o74.774.700.002.675.364.360.005.94 r .305,000.00 3.265.940.460.00

I.190r56.533.562.072.923,573.t91 .87I 3,I 79,485,32-5.69 10,255.9 r2, r 33.82

t ,743,626,392.74t3,404.773.318.7 4 3,2 I 0,393. 160.26r6,6 r 5, r66,479.00 10.49o/o

5.66| .t92.212.510 .27I 8.980.244.782. r4 2,089.642.5t0.2721 ,069,887 ,292.41

Financial Year FY202412025had a decrease in the allocation of theAGPO group liom Kes.

1,743,626,392.74 in FY 202312024 to Kes. 1.192,212.510.27.The decrease was because of an

increase in the Specialized projects such as Upgrade ofT24 system, Upgrade of DhowCSD system.

Upgrade of ERP system, Enhancements and improvement of electrical power systems.

Construction of Modern Tier IV Data Centre, Provision of security consultancy services.

15. (b) Number of youths, women and persons with disability whose goods and

services have been procured by the institution including amount each category

received per financial year since the law was enacted.

PPADA requirement for AGPO Group 2017/2018

201?/2ltl8 Arnuel Prpcurcmcot Ptra -AGPIO; Womcn, You6, PWDg

AGPTO catcpry Planned Amount (Ker) Allocatlon Percentagct/r

Persons with Disability (PWD) 13.0s8.200.00 14.360/o

Women 68.829.700.00 7 5 .670b

Youth 9.077.360.00 9.980h

AGPO Reserved Amount from non-

specialized items.
90,966,260.00 t00.00%
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, For Financial Year FY20l7l20l8, out of a total AGPO reserved amount of ninety million nine

hundred and sixty-six thousand nvo hundred and sixty shillings (90,966,260), women received

the largest share at sixty-eight million eight hundred and twenty-nine thousand seven hundred

shillings (68,829.700) representing 75.67Yo.Youth were allocated nine million seventy-seven

thousand three hundred and sixty shillings (9,077 ,360) accounting for 9.98o/o and PWDs received

thirteen million fifty-eight thousand trvo hundred shillings (13,058,200) accounting for 14.36%o.

PPADA requirement for AGPO Group 2018/2019

For Financial Year FY20l8l20l9, from the six hundred and forty-eight million four hundred and

forty thousand and five hundred and sixty-one (648,440,561) reserved for AGPO, youth were

allocated four hundred and sixty-four million two hundred and seventy-four thousand nine hundred

and one shillings (464,274,901) (71.60%). Women received one hundred and fifty-eight million

four hundred and ninety-one thousand (158,491,000) (24.44%) and PWDs were allocated KES

' (2s,674,660) (3.96%).

PPADA requirement for AGPO Group 20192020

a

Planned Amount (Kes) Allocation PercentageToAGPO category

Persons with Disability (PwD) 25,674,660.N 3.960/o

Women 158,491,000.00 24.44o/o

464,274,901.00 7l .600/oYouth

6,lE,4{0,561.00 100.00%
AGPO Resened Amount from non-

specialized items.

l,897,800.00 2.49o/oPersons with Disability (PwD)

70,395,500.00 92.32%Women

5.19o/o3,960,200.00Youth

t00.00%76,253,500.00
AGPO Reserved Amount from non-

specialized items.
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For Financial Year FY201912020, a total of seventy-six million, two hundred and fifty-three

thousand, five hundred (76,253,500) was reserved for AGPO. Persons with disability were

allocated one million, eight hundred and ninety seven thousand, eight hundred (1,897,800) which

accounts lo (2.49%) of the total amount, women received an allocation of seventy million three

hundred and ninefy five thousand, five hundred (70,395,500) which is (95.32%) of the total while

Youth were allocated three million nine hundred and sixty thousand. two hundred (3,960,200)

which is (5.19%) of the total amount.

PPADA requirement for AGPO Grorp20201202l

In the Financial Year FY2020tZ02l, AGPO received an allocation of one hundred and fifteen

million, ninety-one thousand, four hundred and twenty (l15,091,420). Of the total amounl, sixty-

nine million, two hundred and seven, six hundred and sixty (69,207,660) which accounts to

60.13% was allocated to women, seventeen million, eight hundred and sixty eight thousand,

seven hundred and sixty (17,868,760.00), which accounts to 15.53% was allocated to Persons

with Disability (PWD) and twenty eight million, fifteen thousand (28,015,000) which accounts

to 24.34%o, was allocated to the Youth.

PPADA requirement for AGPO Grorp 2021D022

Planned Amount (Kes)AGPO category Allocation Percentage%o

15.53o/oPersons with Disability (PwD) r 7,868,760.00

Women 69,207,660.00 60.t3%

Youth 28,015,000.00 24.34o/o

t00.00%
AGPO Reserved Amount from non-

specialized items.
I15,09t,420.00

ffiHffi#f;ltit*ir j.ili1lts
19,274,600.00 25.78o/oPersons with Disability (PWD)

73.94o/"55,290,I00.00Women

0.28o/oYouth 210,000.00

t00.00%74,774,700.O0
AGPO Reserved Amount from non-

specialized items.
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In the Financial Year FY2021n02} seventy-four million, seven hun&ed and seventy-four

thousand, seven hundred (74,774,700) was reserved for AGPO. Women received an allocation of
fifty-five million, two hundred and ninety thousand, one hundred (55,290,100) which is 73.94%

of the total amount, Persons with Disability received nineteen million, two hundred and seventy-

four thousand, six hundred (19,274,600) which accountsfor25.79%owhile the youth received two-

hundred and ten thousand which accountsfor 0.28%o of the total amount.

PPADA rcquirement for AGPO Grotp202212023

For Financial Year FY2022n023, a total of one hundred and fifty-six million, five hundred and

thirty-thrce thousand, five hundred and sixty-two (156,533,562) was reserved for AGPO. 60.26%

of the total amount which amounts to ninety-four million, three hundred and twenty-five and

sixty-three shillings (94,325,063) was allocated to women. 7.51% which amounts to eleven

million, seven hundred and sixty-hryo thousand, three hundred and thirteen ( I I ,762,3 I 3) was

allocated to Persons with Disability whtle 32.23%o which amounts to fifty million, four hundred

and forty-six thousand, one hundred and eighty-five (50,446,185) was allocated to the youth.

five hundred and thirty six thousand, and forty-five (1,139,536,045), accounting for 65.4% ofthe

total amount.

PPADA requirement for AGPIO Grotp202312024

t

AGPO category Planned Amount (Kes) Allocation PercentageTo

Persons with Disability (PwD) [,762,3t3.50 7.5t%

Women 94,325,063.N 60.260/o

Youth 50,,146,185.57 12.23o/o

AGPO Reserved Amount from non-

specialized items.
156,533,562.07 t00.00%

Persons with Disability (PWD) 326,t30,786.32 18.7o/o

t,t39,536,045.43 65.4o/oWomen

Youth 277,959,560.99 15.9o/o

1,743,626)92.74 lfi).|X)o/n
AGPO Reserved Amount from non-

specielized items.
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In Financial YearFY2023l2024, an amount of one billion, seven hundred and forty-three million,

six hundred and twenty-six thousand, three hundred and ninety-two (1,743,626,392) was reserved

for AGPO. The youth received an allocation of two hundred and seventy-seven million, nine

hundred and fifty-nine, five hundred and sixty (277,959,560) which accounts for 15.9o/o of the total

amount, Persons with Disability received three hundred and twenty-six million, one hundred and

thirty thousand, seven hundred and eighty-six (326,130,786) which is 18.7%o of the total amount

reserved, while women received an allocation of one billion, one hundred and thirty nine million,

PPADA requirement for AGPO Grotp 202412025

In Financial Year FY2024/2025, AGPO received a reservation of one billion, one hundred and

ninety-two million, two hundred and twelve thousand, five hundred and ten (1,192,212,510).

56.5% of the total amount, which is six hundred and seventy-three million, one hundred and sixty-

six thousand (673,166,000) was allocated to women. 24.9Vo which amounts to two hundred and

ninety-six million, five hundred and eighteen thousand, nine hundred and seventy-seven

(296,518,977) was allocated to the youth while 18.7%, which amounts to two hundred and twenty-

two million, five hundred and twenty-seven thousand, five hundred and thirty+wo (222,527,532)

was allocated to Persons with Disability.

a

)

t

Planned Amount (Kes)AGPO category Allocation PercentageTo

t8.7%222,527,532.00Persons with Disability (PWD)

56.5o/o673.166,000.47Women

296,5t8,977.80 24.9o/oYouth

100.00o/o1,192,212,510.27
AGPO Reserved Amount from non-

specialized items.
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15.(c). Level of Compliance with Section 157 (12) of PPADA Act, 2015 including

companies awarded contracts since January 2016

CBK has issued a total of two hundred and eight (208) framework contracts to AGPO Groups (of

the Total contracts, PWD, eighteen (18); Women, one hundred and sixty-two (162); and Youth,

twenty-eight (28) for the FY 2017 /2018 to 202412025 that are utilized as and when required which

are focused but not limited to the following areas:

. Gardening, Cleaning, Sanitary and Fumigation Services

. Provision of Air Tickets

. Supply and Delivery of assorted Furniture

. Supply and Delivery of assorted cleaning materials

. Supply and delivery of Beverages & assorted dry Food items

. Supply and delivery ofoffice Stationery

. Supply and deliver of fresh cut Flowers

. Provision ofPhotography, Videography & Livestreaming services

No Amount

(Kes)

No Amount

(Kes)

No Amount

(Kes)

No Amount

(Kes)

8 7,246,498.00 r 68,400.00 4 2,379, 100.00 t7 s3,342,025.4s

5l 90,841,093.69 36 325,558,t21.70 32 294,358,069.72 JJ 178,829,41 I .30

38 16,078,82 r .5 r 9 2t,492,926.00 6 n,M3,280.00 l5 50,671,291 .10

107

114,166,413,20

46 347,219,447,10 42 308,r80,449.72 65 282,842,727.85
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15. (d). Challenges faced in enforcing implementation of the thirty percent

(30%) reservation of public procurement for the disadvantaged groups'

including proposal to enhance compliance.

(i) Challenges

l. Lack of Business, technical and management Capacity among some of AGPO

Groups

o Some youth, women, and PWDs are unable to deliver on contracts due to Limited

business or technical capacity.

2. Limited Access to Resources (Finances)

o AGPO groups lack access to funding due to the risk associated with them.

o Access to funding/loans come with high interest rates that are beyond their

capacity leading to inability to access opportunities or deliver on their mandate.

3. Uniqueness ofthe core business ofthe Bank

o Due to the nature of the Bank's mandate and operations, its annual procurement

requirements consist of highly specialized goods and services from Manufacturers

or authorized partners.

(ii) Proposals to enhance compliance in the implementation of 30'/,
reservation of public procurement to tlisadvantaged groups.

. Strengthen Institutional Capacity of Public Procurement Entities through training of

Procurement Officers on the specifics of the AGPO policy, including how to allocate

procurement opportunities to AGPO groups.

r Access to Affordable Financing: Government and financial institutions should work

together to provide AGPO groups with easier access to low-interest loans or grants,

tailored specifically fbr businesses owned by youth, women, and PWDs.

. Invoice Discounting services that allow AGPO suppliers to receive early payments for

work done, mitigating cash tlow issues that many small businesses face when working

with government contracts.

. Ctear payment terms in procurement contracts, ensuring AGPO beneficiaries are paid

promptly, which will help mitigate their financial challenges.

29



a Start-up or growth grants for small businesses owned by youth, women, and PWDs

from the govemment to help them access the resources they need to scale and become

competitive players in public procurement.

Capacity Building for AGPO Beneficiaries by Providing tailored trainings that focus

on improving their technical skills, business management capabilities, and understanding

ofprocurement processes. This could include:

a) Proposal writing workshops

b) Financial management training

c) Legal requirements and compliance in govemment procurement

The Bank has endeavored to sensitize the AGPO Group through workshops to ensure that

they fully participate in the procurement opportunities reserved for them.

For tenders reserved for AGPO groups, the Bank holds pre-bid meetings with the

prospective bidders that attend to sensitize them on the tender document requirements

and processes.

16. Distribution of CBK's resources in the Country including presence of

Regional and Country Oflices

The CBK's areas of operation and presence include:

. The Head Office in Nairobi

. Three (3) Branches (Mombasa, Kisumu, Eldoret)

. Four (4) Centre's (Nye.i, Nakuru, Meru, Kisii

a

t
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REFORT BY AGRIGUTTURE A]{D FIOOD AUTHORIW TO THE OOilHITIEE
oil rATtoIt/lL ooHEsroil AI|D EQT AL oPFORTUllrrY AS AT 31tr HAY
2025

1.0 Thc Organlzattoos Cuncnt Compcltbn ln Tenne of Ethnhtty, Agp
and Gender

The Authority is composed of a total of four hundred and seventy seven (477)

employees employed on various terms of service as permanent & pensionable,

long and short term contracts. The total staff complement is made up of Two

Hundred and Eighty (280) male and One Hundred and Ninety-Seven (197) female

employees. The staff compliment is made up of representation from various

ethnic backgrounds that is Twenty-four (24) out of the Forty-Seven (47) Kenyan

ethnic communities, giving a 51.06% representation in ethnic diversity. The

details on current compositions in terms of ethnicity, age and gender are as

presented below

1.1 Employment @mpocition in Terms of EttnkJty

The tabulated summery of ethnic communities distribution in the Authority depicts

that out of the 46 ethnic communities in Kenya, AFA has engaged 24 ethnic

communities which translate to 51.06%. Thus the figures demonstrates that the

Authority is in compliance with Article 232 of the Constitution of Kenya, 2010.

The Authority is in compliance with the National Cohesion and Integration Act

2008 part III (7X2) as there is no ethnic community comprising more than one

third (1/3) of the staff population as below.

Table l: Ethnic Communities Distribution in the Authority

f[ncd:..
Dr. Bruno

S.l{o. Ethnic{ty Total Overall Percentage

1 94 19.71Kalenjin

2 Kikuyu 84 L7.6L

3 Luhya 56 tt.74
11.534 .&gru 55

Dlrector C.rcneral
ocw
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S. No. Ethnicity Total Overall Perc€ntage

5 Kamba 54 11.32
6 Luo 48 r0.06
7 Kisii 26 5.45
8 Mijikenda 16 3.35
9 Taita 9 1.89
l0 Teso 7 t.47
l1 Pokot 5 1.05
t2 Embu 4 0.84
13 Kenyan Somali 3 0.63
t4 Pokomo 3 0.53
15 Borana 2 0.42
16 Burji 2 o.42
t7 Maasai 2 0.42
t8 Bajuni I 0.2t
19 Basuba I 0.21
20 Kuria 1 0.21
2t Nubi I 0.21
22 Rendile 1 0.21
23 Swahili 1 0.21
24 Turkana 1 0.21

€lardTGl 17' 100.0

1.2 EmploymqrtComeortUon ln Tcnrrof Aelc Dmutbo

Details of age distribution in the Authority are as tabulated below

Table 2: Composition of staff by Age

l(*n,t Dr. Bru

Agp th

at-
lto

51-
60

61
and
above

Tdalc
Xo.

s.
tlo

E$nldty
2t-
30

31-
rl(,

94 t9.7128 35 16 01 Kalenjin t4
t7.6128 1 842 Kikuyu 10 23 22

56 r1.749 20 15 03 Luhya L2

11.537 0 554 Meru 9 23 16

54 11.32t2 t2 22 05 Kamba 8

48 10.065 06 Luh 7 T7 19

Dlractor Crncral
. ocw
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re.s,
io.

rUnmr
21-
to

3!-
rlo

al-
so

t1-
CO

Sr.
61
rd

Tdt
llq

|r

7 Kisii 9 5 6 6 0 26 5.45

8 MiJikenda 2 4 7 3 0 16 3.35

9 Taita 0 2 5 2 9 1.89

10 Teso 2 0 I 4 0 7 1.47

11 Pokot 0 2 3 0 0 5 1.05

t2 Embu 1 2 0 1 0 4 0.84

13 Kenyan
Somali

0 2 I 0 0 3 0.63

t4 Fokonrc 0 1 2 0 0 3 0.63

15 Borana 0 2 0 0 0 2 0.42

16 Burji 0 1 0 1 0 2 0.42

t7 0t''iaasai 1 I 0 0 2 0.42

18 BaJunl 0 0 I 0 0 1 0.21

19 Basuba 0 0 1 0 0 I 0.21

20 Kuria 0 0 1 0 0 I 0.2L

2l Nutti 0 0 0 1 0 1 0.21

22 Rendih 0 1 0 0 0 1 0.21

23 Swahili 0 0 0 1 0 1 0.21

24 Turkana 0 0 0 10 1 0.21

As above illusbated, the age bracket 21 to 30 years comprises seventy five (75)

which is 15.72% of the total staff complement of 477. One hundred and thirty five

(135) are in the age bracket of 31 to 40 translating to 28.3%. The age bractet 41

to 50 has the highest with one hundred and fifty four (154) which translates to

32.29o/o of the total staff complement of 477. Age bracket 51 to 60 comprises one

hundred and twelve (112) which is translates to 23.48a/o of the total statr

complement d 477. The Authoity has only one (1) staff above 61 yearc bracket

registered under FIND and this translates to 0.21Vo.

Dr.3rurr
DhmrGcncnl

ocu/
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1.3 Staff Distribution by Gender

Out of the four hundred ancl seventy seven (477) employees under AFA

employment, two hundred and eighty (280) are male while one hundred and

ninety seven (197) are female. This translates to 58.7% and 41.3% respectively.

Table 3 below illustrates the employment composition in terms of gender.

Table 3: Gender Distribution Table

Gender 9/o Distributions.
TIo.

Ethnicity
Male Female

Totals
Male Female

Totals

1 Kaleniin 57 37 94 11.95 7.76 19.7r

2 Kikuyu 40 44 84 8.39 9.22 t7.61

3 7.13 4.61 tl.74Luhya 34 22 56

4 Meru 28 27 55 5.87 s.66 1 1.53

5 7.13 4.19 lt.32Kamba 34 20 54

6 Luo 29 19 48 5.08 3.98 10.06

7 Kisir 16 10 26 3.35 2.t0 5.45

1.058 Miiikenda 11 5 16 2.31 3.35

9 Taita 4 5 9 0.84 1.05 1.89

0.21 1.4710 Teso 6 1 7 L.26

11 Pokot 5 0 5 1.05 0.m 1.05

12 4 0.42 o.42 0.84Embu 2 2

0.63 0.00 0.6313 Kenyan Somali 3 0 3

14 1 3 0.42 0.21 0.63Pokomo 2

15 2 0 2 0,42 0.00 0.42Borana

16 2 0 2 0.42 0.m 0.42Burji

0.21 0.21 0.4217 Maasai 1 L 2

0.21 o.2l18 Baiuni 0 1 1 0.00

0.2i1 0 1 0.21 0.0019 Basuba

1 0.00 0.21 0.2120 Kuria 0 1

0.m 0,21 0.210 1 12l Nubi

1 0.21 0.00 0.2122 Rendile 1 0

0.21 0.00 0.2t23 Swahili I 0 1

0.21 0.m 0.210 I24 Turkana 1

100.oo477 58.70 a1.30Total 280 t97I

fE**,' Dr. 8runo u ru.OGW
Director General
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Table 1 to table 3 above are further supported by details which are annexed as
Appendrx I: Schdule of Curent Staff Populatton compasition

2.O Exbnt b whLil thc Authodrf h8 GomDllGd url$ Artclc 5a(2) of
tllc ComtlUtfon, on CornpoalUon of Pereong wlth Dh.Ulldcs
Indudhg thc llehtru of U..bilty

The Authority has been constrained in terms of recruitment of new staff and over

the years has been affected by exits due to natural attrition. Furthermore,

changes in legislation has resulted in exit of a number of staff to form the new

Tea Board of Kenya and the Kenya Sugar Board. Currently, the Authority has nine

(9) employees registered as persons with disabilities out of the total of Four

Hundred and Seventy-Seven (477), thus making up a percentage of 1.88o/o of the

total staff complement;

Table 4: Employment Composition in Terms of Disability

PWTX BY GEI{DER

MALE

PWD IIU}I8ERS TOTAL STAFF

5 280

FEMALE 4 197 I o.esaszaaz:
1.886792453

PERCEIITAGE

-(9_6-)____ _
1.048218029

TOTAT 9 477

The nine (9) members of staff who are classified under PWD can further be

analyzed in terms' of nature and type of disability. Table 5 below illustrates the

distribution of the nine members.

Table 5: Nature of Disability in the Authority

HEdh [cYCl
Employecs

Lowcr Cadrc
Emdoyees

To9
l,lanagement
Employs

olo 1lo. 9t ilo. .Yo

S.no. TYpe of
DisaHlfi

I{o.

1 Physical 0 0 I 50.00 4 57.14

0 0 0.00 1 14.292 Visual 0

3 Chronic
progressive
disorders

0 0 1 50.00 1 t4.29

Dircctor Ccncnl
ocw
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S.no. Type of
DisaHlity

Top
l{anagement
Emoloyees

l,llddle Lsd
Employees

Lower Cadre
Employees

TIG 'Yo
ilo. olo l{o. olo

4 Physical
(Amputation)

0 0 0 0.00 1 14.29

Total o 0 2 100.oo 7 lm.oo

Appendix II: Data on staff with disabilities

3.O ComgctUon ot 6r. Gouornlng SoC, d the Authorlt, ln Tsm of
eOO Gcndcr, Ettnlclty.nd P.rsons wl$ Db.blllty

The Board of the Authority is established under Section three (3) of the

Agriculture and Food Authority Act No.13 of 2013 and is composed of persons as

follows:

a) A non-executive chairman appointed by the President

b) The Principal Secretary in the Ministry responsible for Agriculture

c) The Principal Secretary in the Ministry responsible for Finance

d) The Principal Secretary in the Ministry responsible for Lands

e) Eight (8) persons being farmers representing farmer organizations in the

major crop sub sectors in Kenya appointed by the Cabinet Secretary in

consultation with the Council of County Governors

Q The Director General who shall be the secretary to the Board and the chief
executive officer of the Authority

3.1 AwfiU cdycorttffit h TarcdAgendfur*:

The Authority governing body, the Board, is made up of nine (9) independent

members representing value chain clusters analyzed as presented in Table 6

below. Out of the nine (9) Board members, 7 are males, translating lo 77.78o/o

while two (2) are females, translating lo 22.22 o/o.

/(*n....
Dr. Bruno

a

Dlr.dor CJcncrll
. ocw
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r6c €HDAs.Xo. EtlIECITY
It-
m

2r-
to

3t-
tlo

41.
50

11-
GO

6tl
aloY

C

lrAr.l ?allr
I

1 Kaleniin 0 00 0 2 0 1 1

2 Kikwu 0 0 0 0 I I I 1

3 Kisii 0 0 0 0 0 1 1 0

4 l(amba 0 0 0 00 I 1 0
5 Meru 0 0 0 1 0 0 I 0

6 Embu 0 0 0 0 0 1 1 0

7 Lrc 0 0 0 0 I 0 1 0

oTdd llo. o o I a 1 , 2

Table 6: Board of Dlrectors Dlsffibudon by Age and G€ndcl

The distribution of the Board members are further illustrated by the fie charts as

presented beloar. The Board of AFA is composed of one (1) member in the age

bracket between 41 to 50 years which translates to 11.110/o of the total Board

members of 9. orr age bracket 51 to 60 and 61 and above, each have four (4)

members which respectively translates to 44.44Vo

Age Distribution of Eoard Members in
Percentage

0 0

raG€18.20

. AGE 41-50

Uq,lru.OGW
Db:aorGaurd

. AGE 21-30

r AGE 51.60

. AG€ 31-40

. AGE 61 and above
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In addition, the Board has one representative each from the Ministry of

Agriculture, Livestock and Fisheries, National Treasury & Economic Planning and

Ministry of Lands, Public Works, Housing and Urban Development.

3,2 Goyernlne Body Compoeltlon ln Tcnns of Ethnldty tnd PWD
Status:

Table 7: AFA Board of Directorc Distribution in Terms of Ethnicity and
PWD Status

s.ilo. ETHIIICITY I t{UilBER q6 DISTRIBT'TIOI
(ErHilr€TrY)

KALENJIN

KIKUYU

PWD
STATU9

0

0
I
5

I
L

2

2

22.22

22.22

4

2

MERU

11.11

11.11

11.11

11.11

11.11

TOTAT 9 o 1ql

Appendix III Board Members Eiodata

4.0 Compooldon of Employees ln Senlor ilanagement level, Mlddle
leuel and low Cadres in Terms of Ethnldty, Age, Gender and
Petsons wltft DlsabiliUes

The composition of the employees by level from senior management, middle level

and lower cadres is presented as per Appendix IV, V and IV. Analyzed and

presented below as table 7 is the composition of employees in Senior, Middle and

Lower levels presented in terms of ethnic distribution.

4.1 SttftGompoElUon ln Tcrms of Ulnagsnent Lcrycls.

The distrlbution of staff in the Authority in terms of management levels is as

follows, sixteen (16) staff are under top management which translate to 3.35olo.

Subsequently, one hundred and fifteen (115) are in the middle management level

while thr ndred and forty six (3a6) are in the lower cadre. This translates to

lgned:..
Dr. Bruno

1 0

06

L

3 0

KISII

KAMBA

01

1

EMBU 1

07 LUO 1

Dlrector C.rencral
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24.77a/o ancl 72.54a/o of the total staff conrplement of four hundred and seventy

seven (477). Table 8 below presents more details on the same.

Table 8: Staff Distribution in Terms of Management Levels

Top MiddleS.No. icityEthn
I{anage'rnent Level
Em Em
No. 9/o No. | 9/o

Lower Cadre
Employees

Totals

96 llo o/o

1 i Kalen.lin 3

2 0.42 7 1.47

0.63 19 , 3.98
I

72 15.09 94

4.6r 60 12.58 84
2.52 i 43 9.01 s6 Lt.74

i46 9.U ss I r.53

0.84 20 4.19 30 11.32

0.m
0.00
q.@
0.42

3.14

lr7il
17.51 i

10.06 |

5.45 r

lz
| : lqqlya

2 0.42 22 I1 - o2a'12-l-
I Kikuyu

4 Meru

4

0
0
U

2

5

6
7
8
9

Kam ba

l-uo
Kisii
Mijkenda
Taita

1)
8
1

33
1B

15

43i
1.68 l

0.21 !

o6ii
L77
3.14

48
26
16

6.92

3
0.84 9 I

0 0.00 2 ) 0.42 1.05 7
0 0.00 1 0.21 4 0.84 s

0.00 2 0.42
0.00 0 0.00 3

0.m 1 0.2r 2

5

n 2

n
i

0

0

0

0

0

0
, 0.00

0.00 I 1

0.00
0.21

0.63

0,63

0.21

100

L4 Pokomo
15 Borana
16

t7

18

19

/N,*n,....f 'or.Bruno

Burji

Maasai

Bajuni
Basuba

20 Kuria
21 Nubi

22 Rendile
23 Swahili

Turkana

Total

24

l.----__
0

0

0
1

L

0

0

0
0

0.00

0.00 0 0.00
0.00 0.00

0.00

0.00
0.21

0.00
0.00

r 0.00 0.2t
1 0.21

0.m 0 0.00
0.21 0

1

1 1

1

0

15

I o.ooi o
L_.I s.re 11G1,

0.00

0.00

24.32

0

1

346

0.00 i

0.21

72.9

1

1

477

4.2 Stalf Composldon ln Terms of Management Levels and Age
Bradrets.

Table 9 below illustrates distribution of staff in the Authority in terms of age
brackets and management cadres.

6.29 s4

1.47
r.05

0.42 4 0.84
0.63 3

o.42 3

2 0.42 2 0.42
o.42 2

2

1

1

o.42

0.21
0.00

o.42

o.42

0.21
0.2r

0.21

2

2

1

0
0

0 0.21

0.21
0.21

Dlrector C.*neral
oG\p
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Table 9: Distribution of staff in
Irlanagement Cadres

Terms of Age Brackets and

SNo Ag€ Bracket

l8-20
21-30

.) 31-.10
14 41-50

5 51-50

6 61 andabove,0 0.00 0 0.00 a.2t 1

24.1
1

347 72.75 4

_-l
olb

o.ooJ__
2 15.72

28.30
32.08
23.69

100.o
0

Total 1s 3.14 115 77

4.3 PWD Stetr Cotnpocldon ln Tenns of ilanagement Lcycls and AgE
Brad(cts

Table 10 below presents the distribution of PWD Staff in terms of management
levels as well as age brackets.

Table 10: PWD Distribution in Terms of management Levels and
Age

l

lf';$cd:.
r. Bruno ru, OGW

o.21

s.
tlo

Age B6ck€t ToP
l,lanagement
Emdoyees

l,liddle Lsd
Employees

Lower Cadre
Emdoyees

Total

ilo. olo l{o. olo ilo olo tlo olb

1 18-20 0 0 0 0.00 0 0.00 0 0.00

2 21-30 0 0 0 0.00 2 28.57 2 22.22

3 31-40 0 0 0 0.00 I 14.29 1 11.11

4 41-50 0 0 0 0.00 2 28.57 2 22.22

5 51-60 0 0 2 100.00 1 t4.29 3 33.33

6 61 and above 0 0 0 0.00 1 14.29 1 11.11

Total o o 2 100.0o 7 10{).o0 9 100.00

Director General
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4.4 ilanagement Level Compocitlon ln Terms of Age Bradret and
Gender.

Table 11 below illustrates the management composition in terms of age and
gender

Table 11: Management Composition in Terms of Levels and Gender

s/il Age Bracket Tog anagement
Employ-ees
F Totats i q6

Middle Level
Empl_oaees
r iTota lozoIr' i

Lower Cadre Employe€s
o I

,.1

M il ti F Totels

18-20
21-30

i 31-40

0
0

7

7

$.67
$.67

0.00
0.00

6.67

0.00
It:99
61 and above

Gender

Female

0

0

1

0

1
0

0

605t96

oi- ol ooo

zslz4l 53

0.00 1]
75

3?
54

0 0
75 15.72

28.4)

53 23.69 r

I 0.2r

0
-t

0

I-1
2

3

0
0

q [+r-so 3

?
0

I
6

4
4.35

45.09 40 13

0 0 U 0 0.00 I 0

Total 100. 100I 213 134 v,

Additional information is appended as follows

Appendix tV Composition of Top Management Employees
Appendix V Composrtion of Middle level Employees
Appendix VI Composition of Lower cadre Employees

5.0 to(at ilumber Of Permanent end Fenslonable Statf Employud ln
Urc lrst Thrce Recrultmanfs and thelr Reprecentadon ln Terms of
Ettnklty, AgB, Gender end ]rerons Ylrlth Dlsablllty in the Auftodty

The Authority recruited One (1) staff on permanent and pensionable terms in the
last recruitment exercise as per table below:

Table 12: Employed Staff on Permanent and Pensionable Terms

S.no. PWD

No

Terms of Engagement

Permanent and Pensionable

Age Ethnicity
iaita -

1

Appendix VII 9io data on recruited staff

o ru.

129

28 l2sl 57 49.57i ssI 34 89 32.08

55 115 too

Crencral
ocw

46
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6.0 Total Number of C.asual, Tempora;y and Contrachnl Staff Serving
Currcndy and their RepresentaUon ln ferms of Ethnicity, Age,
Gender and Persons With Disabili6es

The Authority has staff serving currently under casual, temporary and contract

terms of service totaling Two Hundred and Twenty-Five (225) staff as per table

below:

Table 13 : Distribution of Casuals, Temporary and Contractua! Staff in
the Authority

S.n Terms d Tota!
Ilumber

alo r Renrarks
o Em

1 -ea:qal
Temporary

10
225

9,22
89.34

4,44
100

l4 Deplgyed !n demq farmg -& Kitgfgn
Deployed in both technical and support
services as diploma and graduate
holders
The Director General and Directors

2 202

3 Contract
Total

The summary of breakdown by terms of engagement is as below

a) Contracts

Table 14: Distribution of staff on Contracts in Terms of Ethnicity,
Gender and Age.

Appendix VIII 9io data on contract staff

b) Casuals

t
Slgned:
Dr. Bru u

AeeGender
36&

above

9b Etfinic
OistrihrtbnMale Fsnah Bclow

35

S.1{o Etfinldty Total

3 30Kamba 3 1 2I
2 201 12 Kalenjin 2

2023 Meru 2 2

1 10Kikuyu 1
'I
l.4

1 1015 Luhya 1

1016 Swahili 1 1

10 looIId 10 6I

fi
Dlrcctor Gcncral

. ocw
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Ag€Gendcr

36&
above

s.]{o. Ethnacity Total q/o Ethnac
Distrlbution llale Fcmale 35e

below
3 3 11 Kalen;in 4 28.57 1

32 Miiikenda 3 2t.43 2 1

3 Kamba 2 t4.29 2 2

2 1 14 Luo 2 14.29

1 15 Luhya 1 7.t4

16 Swa hili 1 1

17 Tarta 1 7.14 1

l4 100.00 10 I 6 ETAt

E

r

Table 15: Distribution of Casuals in Terms of Ethnicity, Gender and
Age

Appendix IX 9io data on Casual staff

c) Temporary Staff

Table 16: Distribution of Temporary Staff in Terms of Ethnicity,
Gender and Age

ad:...
Dr. Bruno Un

AgeGcnder

3sI
8.low

36e
above

S.I{o. Ethnicity Total 96 Ethnic
Distribudon llalc Fcnrale

1 Meru 38 18.81 18 20 19 19

21 15 28 B2 Kalenjin 36 17.82

15 15 2L 93 Kikuyu 30 r4.85
12.38 t7 I 77 84 Luhya 25

1 1.39 74 9 15 75 Luo 23

7.92 t2 4 12 46 Kamba 16

8 5 r2 17 Kisii 13 6.44

8 Miiikenda 7 3.47 4 3 5 2

0.99 2 1 19 Borana 2

2 1 I10 Burji
.,

0.99

1 1 211 Maasai 2 0.99

12 Teso
.,

0.99 2 2

r, Embu 1 0.s0 1 1

14 Bajuni 1 0.50 1 1

15 Pokomo 1 0.50 1 I
16 Rendile 1 0.50 1 1

17 Somali 1 0.50 1 1

18 0.50 1 1Ta!l:- 1

Dircdor C.pncrul
. ocw
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s.ro. Ethniclty Total o/o Ethnic
Distribution

Gender Age

Male Female 35&
Bclow

36&
above

Grand
Total

2o2 100 120 a2 139 63

a

Appndix X: flio data on temporary staff

7.O R.Oo Bctwcen $G lltUon l Fopula0on and Emdoyrront
Proportlo ln tlrc ln*ttrtdon (t rxlcnncpcceoffion eld otrsr'
R€ergGntilloo) - Be$d on 20lg llaUonal PoPubdon and lloudng
Ccncus

The Authority has engaged a total of four hundred and seventy-seven (477)

Kenyans, translating to a 0.001% of the total population of Kenya as per the

Population Census 2019. Out of the twentylour (24) ethnic communities, there is

under-representation of twelve (12), Over-representation of ten (10) and equal

representation of two (2) ethnic communities across the Authority.

Table 17: Staff Ratio Eetween AFA and National Population and
Employment Propoftion

PaBe 17 of 26

Dr. Bruno ru.

2

J

9\!d _rl

A. .)

sr I
'1

Gaxlcr R.ercc.llfibnPcr€.ntila
nltbof
Po0ulatbn

Mg.
Rrdo
Emplovcd

tletion l
Popu&.tlon

lLL tott b
Emplorrmnt
oi#htlon

S.to. Afinacity

Over-Represented14 19.76,358,r 1337 941 Kalenjin 57

Under-
Representation

t7 .51884 8,148,65840 44Kikuyu

Under-
Representataon

tt.71556 6,823,84234 22Luhya

Over-Represented11.5455 1,975,86928 274 Meru
Over-Repres€nted11.31054 4,663,91034 205 Kamba
Under-
Representation

10.1l15,065,96619 486 Luo 29

Under-
ReDresentation

5.s62,703,32510 25Kisii 167

Under-
ReDresentation

3.4516 2,488,69111 58 Mijikenda

Over-Represented1.9344,4t55 9Taita 49
Over-Represented1.51417 ,67076 I10 Teso
EqualI 16?t,24tJ5 011 Pokot
t,nder-
Representation

0.8404,8014Embu 2 212

3

*<^
Under-
Representation

0.562,780,5023013 Kenyan
Somali

Dlrector CJaneral

ocw



,

Gcnder Rcp'tscntrti.rns.ilo Ethnkity

lLh Fam.b

Enplo'rntcnt
Distributlon

ILtior5l
Pogubtbn

Perccntaga
R bo,
Popuhbn

Prrc.ntagtc
Ratb
Emplorycd

Over-Represented3 112,075 0 0.614 Pokomo 2 1

I 0.4 Under-
Representation

15 Eorana 2 0 2 276,236

0 0.4 Over-ReDresented15 Buria 2 0 2 36,938
0.4 Under-

Representation
17 l,laasai 1 1 2 t,189,522 3

0.2 Equal18 Bajuni 0 1 I 9r,422

Under-
Reoresentation

r9 Basuba I 0 1 r57 ,787 0.3 0.2

0,2 Under-
ReDresentation

20 Kuria 0 t 1 313,854 I

1 21,319 0 0.2 Over-RepresentedZL Nubi 0 1

96,313 0 o.2 Over-Reoresented22 Rendile 1 n 1

0 0.2 Over-Reoresented23 Swahili I 0 1 55,074
24 Turkana 1 0 1 r,0t6,t74 2 0.2 Under-

Representation

100fdal 280 t97 47' 46,165,72' o.oo1I

Appendix XI: Ratio btween the National Population and Employment Proportton

based on the 2019 National Population and Housing Census indicating under-

representation or over-representation

8.O sauc of Gonrpllane of $o Authodt, wttsr Scdon 7 of mdonal
Cohcdon Act 2008.nd ArddG 232 (1) (H) and (I) lndndlng
Eflbrb madc by $e Au$orfU b Enhane Compllanoc

The Authority has adhered to the provisions of section 7 of the National Cohesion

and Integration Act, 2008 and Afticle 232 (1) (h) and (i) by ensuring compliance

whenever it undeftakes its functions and at recruitment. Specifically, this is

demonstrated by the submitted data and analysis in reference to the sub-sections

1to7:

a) The Authority has representation of a total of twenty-four (24) ethnic

communities currently in its employment;

b) No ethnic community among the currently employed staff make up more than

one third of the staff establishment;

lP'pfr,
Unylru.

Dlrcctor General
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c) The Authority has not discriminated against anyone in offering employment

whether through arrangements, terms of employment or refusing deliberately

or omitting to offer employment on grounds of ethnicity;

d) The Authority has not discriminated anyone on grounds of terms of

employment, access to opportunities for promotion, transfer or training or any

other benefits, facilities or services, or by refusing or deliberately omitting to

afford access to them or by dismissal or subjecting anyone to other detriment;

e) No person has been subjected to harassment by the Authority, her

representatives or assigns in relation to employment at any of the Authority's

premises;

0 No person has been discriminated and dismissed from its service on ethnic

grounds either on expiration of employment period or by an act of his on

grounds of ethnicity.

In regard to the Article 232 (L) (h) and (i), the Authority has endeavored to

comply with the requirements on representation of Kenya's diverse communities

and affording adequate and equal opportunities for appointment, training and

advancement, at all levels of the organization to all qualifying applicants.

9.0 Orrmcngp $c Inrdhrtbn ]Lt Flod ln ltr BII b Enh.no!
Otrl:nttf of EmploUacr erd ltl l{rugrdon ilcrullr b qub tltc
Ch.lhogc3

The Authority has encountered challenges in the process of enhancing the

diversity of employees and subsequently strategies and mitigation measures have

been developed to address them. Summarized in table 18 are the challenges and

mitigation measures.

Table 18: Challenges and MiUgation Measures.

S.I{o. Chal Prqpgfed-_l_{ldga_uo0 Measurc
1 Inability to undertake

recruitment of staff to fill
a ansrn

Dr. Bruno Un

Develop and have aPProved Human
Resource Instruments to facilitateI

I

Dlrcaor Gcncral
ocw

from natural fiili nq of exi canctes
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2

I s.No._1$!a[_enge
i i attrition

i PropgaeC il$gqliqn lleasgle

Achievement of the 5o/o

representation of persons
with disability due to inability
to recruit Collaborate with the National Council

for Persons with Disabilities on
identification of qualifying PWD's for
advertised positions

3 Certain job requirements that More sensitization on gender roles and
attract only females/ males diversity to encourage both genders to

take up roles in non-traditional gender
associated careers

4 Inability to recruit due to the Developing and submitting the HR

approved HR Instruments for approval and
isu uentl undertakin recruitment

rO.O lrbsg Pt t h PLGa It Ary, b hunob hrrm WlOr
DblUll0Gr Fdctdty Wort Envlrcnmmt

The Authority has implemented various measures to promote inclusiveness for

persons with disability and create a friendly work environment including:

Unfreeze the moratorium on
recruitment in the public service;

lack of
Instruments

Physical adjustments through construction of ramps for entry and exit to the

buildings

Provision of disability friendly washrooms for persons with disability

Reseruation of parking spots for persons with disability near the entrance

Disability friendly reception desks to accord persons with physical impairment

easy access

Development and translation of service charters in to braille for both English

and Kiswahili versions

An interactive website with disability features

Training and engagement of Kenya sign language interpreters during various

forums for stakeholders

Engage members of Parliaments and Administrative Units for updating of

records and for the direct contacts with the grass roots for the ma'iginalized

com

Dr. Bruno

a)

b)

c)

d)

e)

0

e)

h)

Dlrcdor Gcncnl
oGw
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i) Engaging the National Council for Person for Disabilities in related Human

Resource Management and hocurement Processes.

j) Payrnent of dlsability allowance for staff who require an aid

k) Reservation and Award of procurement opportunities for special groups under

persons with disabilities

uis fi.ffirt?fitlqfimisffi** l;

The Authority has a stafi training and development provision in the Human

Resource Folkie's and procedures Manual to gorem mafters relaUng to employee

leaming and development. This is airned at streamlining the award of training

opportunitles to employees, provisions for intemship and attachment, orientation

and irduction aM applicable tenns and obl(ptiom where an employee is

awarded sponsorship, personal developrnent to upgrade skills and paid study

leave, among others.

Apndk xII: Extxt m AFA Sbff Lamirg and D*@ment

The Authority undeftakes annual training needs assessment for staff and develops

a training plan which is implemented on an annual basis. The Authority has been

undertaking staff training to address skills gap, acquire requisite qualificatbns for

advancement in careers and according statr opportunlty to acqulre continuous

professionaldevelopment (CPD) points for those professions that require member

to obtain annual CPD points such as Legal, Flnance, Audit, Human Resource and

Supply Chaln Professionals.

AmndkXIII: AFA StatrTrainiry RWt

thy{ru, OGW
DkrerGsrnl
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13.O Institutional Policy on Recruitment

The Authority applies the provisions in the Human Resource Policies and

Procedures Manual on recruitment of staff whenever recruitrnent is to be

undertaken.

Appendix XIV: Extract of AFA Human Resource Policies and Procedures Manual

14.O lnformatbn Rcgerding Stalf Promodon ln the Past Ftve
Yearr ln Tcrms Of Ethnlclrty, Agc, Gendor and Persons With
DisaUliUes

The Authority has undertaken substantive staff promotion as per schedule

attached as Appendix XV and summarized below:

Table 19: Promotions

s.no. Ettnldty Td.l 9t Etlutk
Dirtrlhrdqr

Gandor Aet PWD

H.h
FdtraL

351
B.low

361
rboYr

I Kalenjin 7 20.59 2 5 7 0

2 Luo 5 14.7r 2 3 5 I
3 Kamba 4 tt.76 1 3 4 0

Kikuyu 4 11,76 4 4 0

5 Meru 3 B.82 ')
1 3 0

6 Taita 3 8.82 3 3 0

7 Embu 1 2.94 1 1 0

8 Kisii 1 2.94 I 1 0

9 Kuria 1 2.94 1 1 0

10 Luhya 1 2.94 1 1 0

11 Pokomo 1 2.94 1 1 0

t2 Pokot 1 2.94 1 I 0

13 Teso 1 2.94 1 1 0

l4 Basuba 1 2.94 1 1 0

Total 34 100.00 13 2L 1 33 1

Appendix XV Staff substantive

CrenCral
.ocw

appointments on promotion
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INFORMATION REGARDING COMPLIANCE WITH THIRTY PERCENT
PUBTIC PROCUREMET{T RESERVATIOT{ FOR SPECIAL INTEREST GROUPS
AS PROVTDED UilDER SECTTON rs7 (5) OF THE PUBLICP ROCUREMEilT
AND ASSET DISPOSAT ACT.

1.O Sthr d Conrplbne wltt $G ThkU Fcrent (:r0qb) Rsnedon
of Publlc Procurunot fu t|rc Dbadtnntagpd Groupo Slne
lanmry 2O16

The Authority's overall procurement expenditure since January 2016 amounts to

Kshs. 6,199,931,570.29. In line with the 300/o r€S€rvittion of public procurement

for disadvantaged groups, Kshs. 1,856,557,L91.40 was reserved during the same

period. The actual awards made totaled Kshs. 1,630,030,115.14, representing

26.29o/o of the procurement budget.

Explanation

Low Participation - Limited uptake of tenders by disadvantaged groups due to

lack of awareness, capacity, or experience

Table 2O: Compliance with 30olo Reservations

Procurcmcnt
Pl.n

1,323,428,419.00

r,2or,+eo,:+aoo 
-

Tot l
Procurumcnt
Resrucd

397,028,525.00

1ia,cla,,$1.00

AGPO
Prccurtrncnt
Awardcd

603,236,000.00 180,971,000.00 184,888,521.66

189,390,000.00

202312024 803,453,720.00 241,036, r 16.00

TOTAT 6,199,931,57O.29 L,836,55r,19L.Q 1,630,030.115.14 26.29

Dr. Bruno
Sfncd:.

o*,

Comdl.ncc
s.No

201612017

Flnandal
Ycar

30.6s

28.92

rr.oi
20.71

1

2

3

4

177,449,330.70

r:e:oj, rez.oo

171,065,022.38

rso,5{:,ao2.sf
107,720,000.00156,034,133.00

5

201712018

2018/2019

201912020

2020/2021

591,497,769.00
qil,qTs,sis.zg

520,r 13,775.00

632,300,000.00 t51,132,476.10

373,163,164.10

11o,iI,gsi.is

23.90

28.20

-i.4
6

7

202L12022

2022/2023
22.54181,094,573.808

r
Dlrector (Jcn€rrl

w
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2.0 Number of Youttrs, Women and Persons with Disabilities Whoce
Goods and Servlces Have Been Procurcd By the Authority,
Induding the Amount ReceiYed By Each Category per Finandal
Year Since the law Was Enacted.

The Authority awarded tenders to a total of 5,657 women enterprises,2,444

youth enterprises and 397 PWD registered enterprises for the period FY 2016117

lo 2023124 as per table below:

Table 21: Number of Youths, Women and PWDs Analysis on Procurements

s.xo Fan.ncial
Ycar

Worncn

Amount

101,952,359.67 I 55. r4

Youth

o/o

7i 946,306.14 39.99507686

I 103,lll,lz|l!:!
54.885.422.95

16,158,000.00

Ilr
voNo No. 'Amount N

20t6t2017 628
I

2 | 20r7120t8 68l

2018 2019 883 119 236

6

,zeg.sq i 74.7) 40i 60.4 05768 3 5 40 8.999 6l 1.40 5 ?!l
23.80468293 807 69.60 6 re3 ]

no1
lql? 0 8.61I

4 20t912020 510 85, 176,000.00

5 2DO 20)1 62 79 832 74 r.98

)o) |

2022 2023

2022 390

6

7

7

r18 578 3 56.2 8

206162 64 01 1. 12 42.483265 5l

240 086 rst.72 & 33811662

37 826 2 31.00 32.4171586

7l.552.708.00 39.5r123797 39

63 7 093 644.00

68 14 498 656.00 3.88

25 11 79t 00 4.36t70 805 671.80 6t. r6

s r o.eo I ss.ooo l9s

i

_1

I
80

s2.82

r5 l6 5,386.000.00 -5_
4.69

u | ,orrtroro 624 99 720

Tot.l 56s7 I E31,03s,O7997

9 82 955.00 5.42

s1.23 2444 7LL,99r,974.27 43 67980488 r9r.-] r9,gq9p-.3,q 5 5.09

3.0 Level of Cornplhnce wlt{r Sedion L57 (12) U
Procurernent and Asset Dlsposal Act, lncludlng
Awarded the Contracts Sine January 20f6

the Publlc
Gompanies

The Authority has complied with Section 157 (12) of the Public Procurement and

Asset Disposal Act (PPADA) 2015, which requires procuring entities at both

national and county levels to submit a report to the Public Procurement

Regulatory Authority (PPRA) every six months.

This report demonstrates compliance with the provisions of the Act regarding the

implementation of the preferences and reservation scheme and includes

disaggregated data by gender and disability, indicating the number of youth,

women. and persons with disabilities whose goods and services have been

procured.

/P';,red:..
Bruno Lin ru, OGW

Director C.pneral
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Appendix XVL'AGPO Reports submitted to PPRA

4.o Ch.[cngre3 F.cd In Enftrdlte tryntmntadon ot Ure fil]ty (:]0)
Fr€rt RcrmnUon of ht[c Proqrelruttno]$c Dbilfyantil.d
Gronp+ Indtdlne Plopml b Enham Complbno

Table 22: Challenges in Enforcement of 3oo/o Reservations

Chal ls to enhance com iance
1. I Non-responsiveness of

bidders when filling and
attaching documents for
tqnCgf requirements
Lack of approvals for capital
expenditure affecting
reserved amounts
Challenges occasioned by
lockdown due to the corona

Dominance of established
suppliers, making it
challenging for newcomers to
com

ru.OGW

Sensitization of the special groups on
tender requirements

Government to consider approval of
both recurrent and capital expenditure

ts at the same time
Adjust the targets to incorporate
unplanned challenges such as the

Continue to make reservation for the
specialized category of AGPO annually.

4

2

3

5

Dr.

ndemic in 2020 andemic
Delivery of poor quality Stringent inspection and acceptance
oods services and works

Need to embrace strict adherence to
requirements

S.no

5 Lack of technical expertise
especially for works and
services

,
^1

Dlrcdor C.ncr.l
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TTIFORITIATIO,I RBGAR,DITG OOiIPLIATICE TO SECTIOTI 11 OF THE
ilATtOilAL GOlrESrOr AilD rltrBCRATrOr ACT, 2008 OI{ THE
DISiTRIBUTIOII OF TI{E AUTHORTTIES RESOI'RCES IlI THE COT']ITRY,
I]ICLUDITG PRESE]ICE OF REGIOT{AI. OR COU]ITY OFFICES

The Authority has devolved its services to the counties through field and regional

offices, including presence at various points of entry and exit in to the country

Each region is facilitated with necessary tools for delivery of service including

office imprest for administration and operational costs. The stakeholder services

undertaken by the Authority in the various counties include collaboration with

County Governments and value chain players, field days, sensitization forums,

capacity building sessions, ASK show exhibitions, supply of farm inputs, solar

dryers for pyrethrum stakeholders, award scheme for coffee growers, support and

facilitation of stakeholders for promotion of schedule crops produce and products,

both locally and abroad, among others.

Appendix XVII: Distribution of Seruice Pornts by County and Town

REPORT PRESENTED BY:

GNATURE:
NAME: DR. B u O LINYIRU, OGW
DESIGTTIATION : DIRECTOR GET{ ERAL,AFA
DATE: 25rH SEPTEMBE& 2025

n ru.
Dlrector C€neral

o6w
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1. INTRODUCTION

The Clerk of the National Assembly, vide letter Ref. NA/DAAGPC/NCEO/202610L4

dated 24th March 2026 (Copy enclosed as Appendix I), wrote to the Commission
on invitation to a meeting with the Committee on National Cohesion and Equal

Opportunity; with respect to the following statutory matters:

Section 7 of the NationalCohesion and Integration Act,2008, requires
public institutions to ensure that the recruitment of staff reflects the diversity
of Kenyan Citizens and that no more than one-third of their workforce is from
the same ethnic community;

Section 157(5) of the Public Procurement and Asset Disposal Act,
2015 requires procuring entities to ensure that at least thirty percent of
procurement oppoftunities are reserued for enterprises owned by Youth,
Women and Persons with Disabilities; and

. Section 11 of the National Cohesion and Integration Act, 2008 on
distribution of Commission's resources in the Country

Specifically, the National Assembly Committee required the Commission to provide
information on the following matters:

a).Status on Employment Divercity at the Public Service Commission.

i). Commission's current employment composition in terms of ethnicity, age, and

gender;

ii). Extent to which the Commission has complied with Article 54(2) of the

Constitution on the composition of persons with disabilities in the organization,

including the nature of the disability;

iii). Composition of the governing body of the Commission in terms ol'age, gender,

ethnicity, and persons with disabilities;

iv).Composition of employees in senior management level, middle level, and lower

cadres in terms of ethnicity, age, gender, and persons with disabilities;

v). Total number of permanent and pensionable staff employed in the last three

recruitments and their representation in terms of ethnicity, age, gender, and

persons with disability (PWDs) at the Commission;

a

a
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vi).Total number of casual, temporary, and contractual staff serving currently and

their representation in terms of ethnicity, age, gender, and persons with

disability in the Commission;

vii). Ratio between the national population and employment proportion in the

Commission (underrepresentation and overrepresentation) - based on the

2019 National Population and Housing Census;

viii). Status of compliance of the Commission with Section 7 of the National Cohesion

Integration Act, 2008, and Afticle 232 (l) (h) and (i) of the Constitution,

including the efforts made by the Commission to enhance compliance;

ix).Challenges the Commission has faced in its bid to enhance the diversity of

employees and the mitigation measures to curb the challenges;

x). Measures put in place, if any, to promote a Person's Living with Disabilities

friendly work environment;

xi).Commission's policy on staff training and development;

xii). Information regarding the total number of staff trained for the last three

flnancial years in terms of ethnicity, age, gender, and persons with disability

(PWDs);

xiii). Commission's poliry on recruitment; and

xiv).Information regarding staff promotion in the past five years in terms of

ethnicity, gender, age, and persons with disabilities (PWDs).

b). Commission's Compliance with Section
Procurement and Asset Disposal Act,
Opportunities for Special Interest Groups

157(5) of the Public
2015 on Procurement

The Committee of the National Assembly requires information regarding compliance

with the thirty (30) percent public procurement reservation for special interest groups

as provided under section 157 (5) of the Public Procurement and Asset Disposal Act,

specifically on:

i). Status of compliance of the thifi percent (30o/o) reseruation of public

procurement for the disadvantaged groups since January 2022;

ii). Number of youths, women, and persons with disability whose goods and

services have been procured by the Commission, including the amount each

category received per flnancial year since the law was enacted;
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iii). Level of compliance with Section 157(12) oF the Public Procurement and Asset

Disposal Act, 2015 including companies awarded to the contracts since January

2022; and

iv).Challenges faced in enforcing the implementation of the thirty percent (30olo)

reservation of public procurement for the disadvantaged groups, including a

proposal to enhance compliance.

c). Distribution of Commission's Resources

The Committee of the National Assembly required information regarding compliance
with Section 11 of the NationalCohesion and Integration Act,2008 on distribution of
Commission's resources in the Country, including presence of regional or county
offices.

2. MANDATE OF THE COMMISSION

With respect to the required information, the National Assembly to note applicable

functions of the Commission as follows:

Article 234(2)(i) (ii) of the Constitution has bestowed on the Commission the mandate

to establish and abolish offices in the public service, appoint persons to hold or act in

offices in the public seruice and confirm them in appointments. In line with Article

234 (5) of the Constitution, the Commission has delegated some of its functions to

Authorized Officers in Ministries, Departments and Agencies (MDAs) to facilitate

efficiency and effectiveness in service delivery.

Article 232 (g) of the Constitution makes provision of fair competition and merit as the

basis of appointments and promotion. Further, Afticle 232 (i) requires adequate and

equal opportunities to be accorded for appointment, training, and advancement for all

persons, including members of all ethnic groups.

Article 56 (c) provides that "the state shall put in place affirmative action programs to

ensure that minorities and marginalized groups are provided with special opportunities

for access to employment.
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3 INFORI,IATION ON RESPOilSES TO ISSUES FROM THE NATIONAL
ASSEMBLY

The following are the Commission's responses to the issues raised in the request for
information by the Committee on National Cohesion and Equal Opportunity:

3.1 Status on Employment Diversity at the Public Service Commission

Issue ilo 1: Commission's cunent employment composition in terms of ethnicity,
age, and gender

(a) Distribution of Staff at the Commission by Ethnicity

The Commission has an approved staff establishment of 518 with an in-post of 273 as
at February 2026, which is equivalent to 53 percent of the total approved
establishment in-post. Twenty-Seven (27) communities are represented at the
Commission. Table 1.1 presents the demographic composition in terms of ethnicity
and proportions.

Table 1.1 : Number and percentage of Ethnlc Communities wlthln the Commisslon
Staft Establlshment

1 Bajun 3 1.1

2 Embu 9 3.3

1 0.373 Gabra

Gureeh 1 0.374
5 Kaleniin 39 14.29

6 Kamba 25 9.16
7 Kikuyu 52 19.05

8 Kisii 2L 7.69
9 Kuria 4 t.47
10 Luhya 38 t3.92
11. Luo 34 12.45

L2. Maasai 6 2.2
13. Mbere 1 0.37
L4, Meru L2 4.4
15. Miiikenda 4 1.47

16. Nubi 2 0.73
t7 Pokomo 2 0.73
18. Pokot 1 0.37

1 0.3719 Rendille

20. Sakuye 1 0.37
1.4721, Samburu 4

22 Somali 1 0.37
0.3723. Swahili Shirazi 1

24 Taita 2 0.73
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(b) Distribution of Staff by Gender and Age

The workforce consists of Two Hundred and Seventy-Three (273) staff, with Forty-Six
(46), representing L7o/o of the total staff aged Thirty-Five (35) years and below,
indicating a moderate youthful population. The majority of staff fall within the 4l-60
yearc age bracket, reflecting an o<perienced worKorce as shown in Table 1.2.

Table 1.2 : DlrtrlbuUon of S.tef, by Gender and Aee

(c) Distribution of Staff Living with Disabilities by Gender and Ethnicity

The Persons with Disabilities across both genders and multiple ethnic aroups total to
seventeen (17), representing 6.240lo of the total staff population, demonstrating
enhanced inclusivity above the 5olo threshold as shown in Table 1.3.

Table 1.3 : DlrtrlbuUon of PWDs by Gender and Ethniclty

25. Teso 3 1.1

26. Tharaka 2 0.73
27. Turkana 3 1.1

Total 273 100.oI

35 Yrs & Below 23 23 46 17o/o

36-40 Yrs L7 26 43 l5o/o

48 40 88 32o/o41-50 Yrs

51-50 Yrs 43 47 90 33o/o

50 Yrs & Above 2 4 6 2o/o

140 273 lOOo/oTotal 133
Perentage (9o) 8.72 51.28 100

Kikuyu 2 1 3 1.10

2 4 t.47Luhya 2

Luo 0 2 2 0.73
Kaleniin 0 3 3 1.10

Kisii 1 1 2 0.73
1Bajun 0 1 0.37

Teso 1 0 1 0.37
Turkana 1 0 1 0.37

rffi a j t &al
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Issue I{o 2: Extent to which the Commission has complied with Article 54(2) of the
ConstituUon on the composiUon of persons with disabilities in the
OrganizaUon, including the nature of the disability

Persons with Disabilities total seventeen (17), representing 6.240/o of the total staff
population, which surpasses the constitutional threshold of 5olo and demonstrates the
Commission's commitment to inclusive employment practices as shown in Table 1.4.

Table 1.4 : Compooldon of Psrronr witfi DbabiliUc ln relatlon b $c mtttr€ of $a
DlcaHllty

The Commission has made measurable progress in mainstreaming disability progress
inclusion, with PWD representation cunenUy at 17 staff (6.24o/o) of the total
worKorce. Continuous efforts are being undertaken to enhance accessibility, promote
equity and ensure full compliance with constitutional and statutory requirements.

Issue l{o 3: ComposiUon of the Goveming bocly of the Commission in Terms of Age,
Gender, Ethnicity, and Persons with Disabilities

Tablc 1.5 : Compoeldon of Govcmlng Body

Physical Disabil'ltv 7 4.03 41.18
Visual Impairment 3 1.10 t7.65
Hearing Impairment 2 0.74 Lt.76
Other Disabilities 5 0.37 29.4tm t7 f,rt Itr

Mr. Francis Meia, MBS Chairperson 571 M Maasai None

2
Ms. Mary Wanjira
Kimonye, CBS

Vice
Chairperson

# F Kikuyu None

3
Mr. Harun Maalim
Hassan, EBS

Member 47 M Somali PWD

4
Ms. Mwanamaka
Amani Mabruki, CBS

Member 59 F M'ljikenda None

5
Dr. Irene Cherotich
Asienqa, OGW

Member 52 F Kalenjin None

Member6 Mr. Boya Molu, EBS 47 M Gabra None

7
Ms. Joan Andisi
Machayo, OGW

Member 50 F Luhya None

8
Dr. Francis Otieno
Owino, CBS

Member 61 M Luo None

9 Mr. Paul Famba, CBS CEo/Secretary 55 M Kaleniin None
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The Commission has made measurable progress in gender parity with 560lo
representing male and 44olo repre*nting female thus attaining the a-third gender
rule.

Overall, the PWD representation is at 11.11olo of the total worKorce thus complying
with the 5olo rule.

Issue No 4: Composition of employees in senior management level, middle level, and
lower cadres in terms of ethnicity, age, gender, and persons with
disabilities

i. Representation of Employees and Stafrlng Levels

The Commission's establishment of 273 officers is distributed across Senior

Management, Middle Level, and Lower Cadres, with female officers constituting the
majority at 141 (51.650/o) against 132 male officers (48.35o/o) as presentd in Table

1.6. This gender balance is most pronounced at the Senior Management level, where
females account for 54.3o/o of officers, demonstrating the Commission's commitment
to gender-responsive leadership consistent with the constitutional provisions on

gender equality under Article 27 and the two-thirds gender principle.

On disability inclusion, 17 officers are Persons With Disabilities (PWDs), representing
6.20/o of the total establishment and exceeding the constitutional threshold of 5o/o.

However, while PWD representation was notable at the Senior Management (9.3olo)

and Middle Level (5.0olo) categories, absence of PWDs in the Lower Cadres presents
a gap in entry-level inclusive recruitment and the Commission will address this gap
through targeted interuentions to ensure a more balanced and sustainable PWD
representation across all tiers of Commission's organizational structure as shown in
Table 1.6.

Table 1.6 : Dlstrlbutlon of Staff at the Commisslon by Gender, Dlsablllty Stahrs,
and Job Levels

Analysis of Senior Management Staff by Age Profile

With over half of Senior Management officers aged between 50 and 60 years and
approaching mandatory retirement, the Commission faces an imminent leadership

Senior Management
(PSC 1-s)

129 59
(45.7o/o)

70
(54.3olo)

L2
(s.3%)

tL7
(90.7o/o)

Middle Level
(PSC 5-7)

100 51
(51.0olo)

49
(49.00/o)

5
(5.0olo)

95
(95.0olo)

Lower Cadres
(PSC 8-13)

4 22
(50.0olo)

22
(50.0olo)

0
(0.0olo)

44
(100,0olo)

Total 273 132
(48.4o/o)

t4t
(51.60lo)

L7
(6.2o/o)

256
(93.8olo)
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transition risk in the short to medium term. The thin representation of officers in the
35 Years and Below (1.60/o) and 36-40 Years (7.80/o) age brackets further signal a Ltd
internal pipeline ready to step into senior leadership roles as those in the senior
management positions exit service.

To address this risk, the Commission intends to prioritize structured succession
planning and targeted leadership development programmes during the current
Strategic Plan period 2025-2029, with deliberate focus on recruiting and grooming
middle and lower cadre officers for future senior leadership roles, This will safeguard
institutional continuity, preserve institutional memory, and enhance the Commission's
capacity to deliver on its constitutional mandate as shown in Table 1.7.

Table 1.7 : Distribution of Senior Management Staff by Age Profile

Total: 129 officers
. Male: 59 (44.88o/o)
. Female: 70 (55.L2o/o)
. PWDs: 12 (9.45o/o)

O fr A rut\

The age profile demonstrates that women and persons with disabilities are
represented within senior leadership structures, indicating inclusion in decision-making
roles and not only at entry levels.

Issue No 5: The total number of permanent and pensionable staff employed in the
last three recruitments and their representation in terms of ethnicity, age,
gender, and persons with disability (PWDs) at the Commission

i. Representation of Gender, Age, PWDs, and Ethnicity of Appointments

The Commission appointed a total of 46 officers during the period under review, of
whom 32 were female (69.6%) and 14 were male (30.4o/o), indicating a significant
female majority among the appointed officers. In terms of age distribution, the
recruitment was heavily skewed towards younger age groups, with the 35 years and

below bracket being the dominant category, accounting for 22 officers (47.8o/o).

Officers appointed in the 36-40 Years age bracket were 15 (32.60/o), the 4G-50 Years

bracket had 8 officers(17.4o/o), and those in the 50-60 Years age bracket were only
1 officer (2.2o/o).

35 Years & Below 2 1.6
36-40 Years 10 7.8
41-50 Years 40 31.0
51-60 Years 7L 55.0
60 Years and Above -6- 4.7
Total L29 100
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Cumulatively, S0.4o/o of the total officers appointed were aged 40 years and below,

reflecting a deliberate shift towards building a younger/ dynamic, and future-oriented

workforce. This demographic profile carries significant institutional implications, as a
younger workforce is generally more adaptable to technological change, more

recepti'ue to innovation, and better positioned to drive the Commission's digital

transformation agenda over the long term.

Fufthermore, onboarding of younger officers contributes to sustainable succession

planning, ensuring continuity of institutional knowledge and leadership as older cadres

transitirtn out of service. It also positions the Commission to benefit from a longer
producl:ive tenure of its human capital, thus enhancing organizational efficiency and

reducing the frequenry and cost of recruitment rycles in the medium to long term.

Regarding disability status, a total of 4 officers were Persons with Disabilities (PWDs),

accounting for 8.7o/o of the total officers appointed, which is above the constitutional
threshcld of 5o/o, reaffirming the Commission's commitment to inclusive employment
practices. In terms of ethnic representation, a total of 16 ethnic communities were

represented in the appointment exercise as shown in Table 1.8, and Appendix II.

Table 1.8 : Composition of PSC Employees recruited and Job Designataon

Teso

Tharaka
Turkana
Total

Bajun 2 1 1 2 2

1 1 1 1

2 3 5 311 9 2 9

2 2 2 1 1

3 3 3 2 1

5 4 1 5 1 2 1 1

5 4 1

Embu

Kikuyu

Kalenjin
Kamba

Kisii

Luhya 5 3 2

7 5 2 6 1 2 4 1

3 3 3 3

1 1 1 1

1 1 1 1

1 1 1 1

Swahili-Shir,azi

Luo

Meru

Miji Kenda

Sakuye

Samburu
1 1 1 1

1 1 0 1 1

1 1 1 1

1 1 I 1

46 32 14 42 4 22 15 I 1

100.0 8.769.6 30.4 91.3 47.8 32.5 L7.4 2.2

I

II

Percenta e olo
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Issue No 6: The total number of contractual staff serving currently and their
representation in terms of ethnicity, age, gender, and persons with
disability in the Commission

The Commission has only two Staffs who are on Contract terms as show in table 1.9

Table 1.9 : Total Number of Contractual Staff

Notez No.l relates to personal aide for a commissioner who is a PWD and No. 2
relates to an officer holding a three-year contractual position for Director (Digital
Transforma and ICT)

Issue No : The ratio between the national population and employment proportion
in the Commission (undenepresentation and ovenepresentation) - based
on the 2019 National Population and Housing Census

The Commission has achieved a diverse and inclusive representation of staff across
ethnic aroups. While some groups remain over-represented and under-represented,
the overall distribution reflects positive progress toward equitable representation and
inclusivity in public service employment as reflected in Table 1.10 below.

Table 1.10 : Ratio Between the l{ational Population and Employment at the
Commission

31 None MKamba

None MKikuyu 52

1 Bajun 3 1.10 9t,422 0.19 0.91 Normal
representation

3.30 404,801 0.85 2.45 Over
representation

2 Embu 9

I 0.37 t4L,200 0,30 o.o7 Normal
representation

3 Gabra

14.65 6,358, 113 13.37 1.28 Normal
representation

4 Kalenjin 40

9.15 466,319 9.81 -0.65 Normal
representation

5 Kamba 25

0.73 2,790,502 5.8s -5.12 Under
representation

6 Kenyan Somali 2

19.05 g,14g,6gg 17.t3 1,92 Normal
representation

7 Kikuyu 52

8 Kisii 2t 7.69 2,703,235 5.58 2.01 Over
representation

0.81 Normal
representation

9 Kuria 4 1.47 313,854 0.65
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10 38 13.92 6,823,842 14.35 -0.43 Normal
representation

11 34 t2.45 5,066,966 10.65 1.80 Normal
representation

Luhya

Luo

2.50 -0.30 Normal
representation

t2 Masai 6 2.20 L,!89,522

13 1 0.37 195,250 0.41 -0.04 Normal
representation

L4 L2 4.40 1,975,969 4.15 0.25 Normal
representation

15 4 t.47 2,499,691 s.23 -3.76Mijikenda

Mbee.re

Meru

16 Nubi 2 0,73 21,319 0.05 0.68

2 0.73 LLz,075 0.24 0.49 normal
representation

t7

18 1 0.37 96,313 0.20 0.17 normal
representation
Normal
representation

19

Pokomo

Rend lle

Sakuye 1 0.37 27,006 0.06 0.31

20 4 1.47 333,477 0.70 o.77 Normal
representation

Samburu

2l 1 0.37 56,074 0.12 0.25 normal
representation

22 2 0.73 344,4L5 0.72 0.01 normal
representation

Swahili Shirazi

Taita

0.22 normal
representation

23 Teso 3 1.10 417,670 0.88

24 2 0.73 220,015 0.46 0.27Tharaka

25 3 1,10 l,016,L74 2.14 -1.04

273 r00

Turkana

TOTITLI II

under
re resentation
normal
re resentation

normal
re resentation
normal

resentation

Notez *'Pokot & Gureeh Communities are subsumed in the Kalenjin and Kenya Somali Ethnic
Groups respectively to align with the KNBS categorization.

Progressively, the Commission will be rolling out deliberate interventions to target

applicants from ethnic groups that are not represented and those under-represented

in future recruitment programmes.

Issue llo 8: Status of Compliance of the Commission with section 7 of the National
Cohesion Integration Act, 2008, and Article 232 (L) (h) and (i) of the
Constitution, including the efforts made by the Commission to enhance
Compliance
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The Commission has made significant milestones towards institutionalizing the values

of national cohesion and constitutional compliance. The three-year trend data

presented in Table 1.11 demonstrates the Commission's progressive commitment to

building an inclusive and representative workforce in line with Article 232(1)(h) and

(i) of the Constitution and Section 7 of the National Cohesion and Integration Act,

2008.

On the gender dimension, male officers constituted the majority in 202212023 at

51.8olo and 202312024 at 52.to/o, however, 202412025 marked a significant milestone

with female officers surpassing the male gender, rising to 141 (51.60/o) against 132

male offlcers (48.4o/o). This reversal reflects the Commission's deliberate affirmative

action measures in gender-responsive recruitment, consistent with the constitutional
principle of affording equal opportunities for appointment to men and women at all

levels of the public service.

On disability inclusion, representation of Persons with Disabilities (PWDs) recorded a

steady upward trajectory over the three-year period, growing from 8 officers (3.2oh)

in 202212023 to 10 officers (4.2o/o) in 202312024, and further rising to 17 officers

(5.8olo) in 202412025. This progressive increase culminated in the Commission

surpassing the constitutional threshold of 5olo PWD representation in 202412025,

affirming the effectiveness of the Commission's targeted inclusive recruitment

interventions.

Ethnic diversity has equally recorded remarkable improvement over the review period,

consistent with Section 7 of the National Cohesion and Integration Act, 2008, which

requires that no public institution should have more than one-third of its staff drawn

from the same ethnic community. The number of ethnic communities represented in

the Commission grew from 22 out of 45 communities (48.9olo) in 202212023 to 23 out

of 45 (51.1olo) in 202312024 and further expanded to 27 out of 45 communities

(60.00lo) in 2024 12025.

This consistent growth in ethnic representation underscores the Commission's

commitment to implementing affirmative action measures that promote equitable

access to public service employment across Kenya's diverse communities, in fulfilment

of the national values of inclusivity, non-discrimination, and protection of the

marginalized enshrined in Article 232(1Xi) of the Constitution. Table 1.11 shows trend

analysis of inclusivity by Gender, PWDs and Ethnicity,
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Table 1t.11 : Three-Year Trend of Inclusivity in the Public Service Commission

2022/202:3

20231202,1

20241202!r*

*IPPD Data as at 2g February, 2026

Issue l{o 9: Challenges the Commission has faced in its bid to enhance the diversity
of employees and the mitigation measures to curb the challenges

The Commission has encountered several systemic and structural challenges in its
mission to achieve a fully diverse worKorce. Below are the primary challenges and the
proactive and proposed mitigation measures implemented to address them:

(a) Challenges Faced by the Commission

i). Balancing Meritocracy with Regional Balance: A major internal challenge for
the Commission is the "merit vs. representation" dilemma. In highly specialized

technical cadres, the Commission sometimes struggles to find qualified candidates

fronr marginalized communities, making it difficult to satisfy Article 232 without
lowerring entry standards.

ii). Historical Staffing Inertia: Since the Commission oversees a workforce with
many long serving and permanent & pensionable employees, it cannot achieve

immediate ethnic balance within its current workforce. Diversity can only be

addressed progressively through new recruitment or replacements under natural

attrition (retirement).

iii). Geographical Barrierc: The Commission has noted that many qualified

candidates from remote or marginalized areas do not apply for positions due to
the centralized nature of some interuiew processes or lack of awareness of the
PSC's digital job poftal.

iv). Inadequate Budget: Budget constraints limit the ability to mount country-wide

outreach-and sensitization programmes and use of vernacular radio stations on

en[ry-level (new) recruitments with focus on marginalized and minority

communities.

[o* *n ntr{ec]

["^r'l l3lPase

t

247 128
(51.80/o)

119
(48.2o/o)

8
(3.2o/o)

22
(48.9olo)

238 t24
(52.to/o)

It4
(47.9o/o)

10
(4.2o/o)

23
(s1.1%)

273 t32
(48.4o/o)

t4t
(51.60lo)

L7
(6.2o/o)

27
(600/o)



(b) Mitigation Measures Implemented by the Commission

i). Standardization of Recruitment Guidelines: The Commission has developed

and issued Diversity and Inclusion Policy Guidelines that every recruitment

panel must follow to ensure that the "Face of Kenya" is reflected in every

shoftlisting exercise.

ii). Establishment of the Values and Ethics Department: The Commission

created this specialized wing to strictly monitor and audit diversity levels across

the public seruice, ensuring that non-compliant institutions are flagged in

the Annua! Compliance Evaluation Report on Values and Principles in

Articles 10 and 232.

iii). Affirmative Action Frameworks: The Commission has institutionalized a

poliry where, in cases of equal merit between candidates, preference is given to

the candidate from an underrepresented gender, ethnic group, or a Person with

a Disability (PWD).

iv). Outreach programs targeting marginalized areas: To curb the challenge

of low application rates from marginalized zones, the Commission has started

using local radio stations and community leaders to sensitize citizens on how to

apply for jobs through the PSC job po*al.

v). Capacity Building for Divercity: The Commission conducts regular

sensitization for its own Board members and Secretariat staff on unconscious
bias to ensure that the selection process remains objective and inclusive.

vi).__Proposal for decentralization of Commission services in the regions and

counties: For the purpose of enhancing access, responsiveness and consistency

in service delivery, the Commission has factored a program of decentralization * F
of its services to the counties within the current Strategic Plan, 2025 - 2029. f,-", s"

)t#rl'
Issue No. 10: Measures put in place, if any, to promote a person's living with

Disabilities friendly work environment

The Commission has managed to come up with the following measures for PWDs to

enhance a friendly work environment.

i). Provision of Assistive Technologies: The Commission ensures that its

worktations are equipped with necessary tools, well-fitted lifts and specialized

ergonomic furniture, ensuring employees can perform their duties effectively.
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ii). Infrastructure Accessibility: The Commission has retrofitted its offices

with ramps, wide doorways and specialized washrooms.

iii). Reasonable Accommodation Framework: The Commission allows for flexible

working arrangements or modified job descriptions where a disability might hinder

standard performance, ensuring no employee is disadvantaged by their condition.

iv1. Disability Mainstreaming Committee: The Commission established an

internal committee dedicated to monitoring the welfare of PWDs. This committee
harrdles grievances and ensures that the Commission's internal culture remains

sensitive to disability issues.

v). Tax Exemption Support: The Commission actively assists its employees with
disabilities in processing KRA tax exemption ceftificates, providing the
necessary documentation to ensure they receive their full legal financial beneflts.

vi). Targeted Training and Sensitization: The Commission conducts
regular awareness workshops for all its staff to eliminate unconscious bias and

foster a workplace culture rooted in respect and support for colleagues with
disabilities.

Issue No. 11: Commission's Policy on Staff Training and Development

The Crrmmission Human Capital Policies and Procedures Manual, 2025 outlines the
framework governing training and development as a key component of Human
Capital Management. Training and development are recognized as essential
procesises for equipping employees with the knowledge, skills, and attitudes required
to enhance job performance and support career progression within the Public
Seruicr:.

The Commission is committed to continuously upgrading employee competencies to
ensur€r optimal performance and alignment with institutional goals. Training
opportunities are provided to all employees to improve efficienry, The policy is

anchored on the need to build a skilled and competent workforce capable of
contributing to national socio-economic development.

The otljectives of training and development are to improve employee efficienry and
overall institutional performance while preparing staff for higher responsibilities and
evolving organizational needs. They also aim to ensure a skilled workforce for present
and future demands and to promote ethical conduct, values, and a strong corporate
culture.
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The policy stipulates that's the is undertaken by the Commission Human Resource

Management Advisory Committee (CHRMAC). The Committee is responsible for
reviewing training plans and strategies, identifying training needs and priorities,

selecting suitable staff for training, and allocating resources effectively. Training

Needs Assessments are conducted every three years to inform planning and ensure

that training interventions remain relevant and impactful.

The Commission implements both shoft-term and long-term training programs,

including professional courses/ workshops, and in-house training initiatives.

Employees undertaking long-term courses are required to contribute a training levy

at prescribed rates, while self-sponsored learners are largely exempt. Where

applicable, the Commission facilitates training by covering key expenses associated

with approved programs.

Eligibility for training sponsorship requires employees to have completed at least two
years of continuous seryice. Employees undertaking long-term training of six months

or more are bonded to serve the Commission for a specifled period based on the

duration of the course.

The Commission's training and development policy establishes a structured,

equitable, and pedormance-driven framework for human capital development. It
aligns employee growth with institutional objectives, promotes accountability, and

strengthens the capacity of the Public Service to deliver on its mandate effectively.

Issue No. 12: Information regarding the total number of staff trained for the last
three financial years in terms of ethnicity, age, gender, and persons with
disability (PWDs)

During the three-year period spanning Financial Years 202212023-202412025, the

Commission implemented a number of targeted training programmes in critical areas

to build the capacity of its workforce and facilitate effective implementation of its
mandate.

The analysis shows a declining trend over the period, falling from 54 officers trained
in 202212023 to 46 officers in 202312024, and further to 35 officers in 202412025,

representing a cumulative reduction of 35.2o/o over the three years. This declining

trend is directly attributable to an inadequate training budget, which has constrained

the Commission's ability to fully implement the provisions of its Training Policy, which

requires that all employees attend a minimum of five days of training within each

Financial Year.
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A sumntary of officers trained by Gender, Ethnicity, Disability, and Age Profile for the
Financial Years 202212023 - 202412025 is presented in Tables 1.12-1.14 and

Appendix III.

Table 1.12 : Officers Trained by Ethnicity, Gender, Disability Status and Age Profile
tor 202412O25 fY

Table 1,13 : Officerc Trained by Ethnicity, Gender, Disability Status and Age Profile
tor 202312024 FY

Taita
Total

6 3 3 4 2 2 2 2

4 3 1 4 1 2 1

L2 6 6 11 1 3 3 6

1 1 1 1

Kalenjin_
Kamba

Kikuyu _
Kisii

Luhya 8 5 3 7 1 1 4 3

Luo 2 1 1 2 1 1

Meru 1 1 1 1

Pokomo 1 1 1 1

Totel 35 20 15 31 4 1 6 13 13 2
I

IIII
I IIII
II I
IIIIIII I

Borana 1 0 1 1 1

5 3 2 5 1 4
2 1 I 2 1 1

1 0 1 1 1

Kalenjin
Kamba

ali
Kikuyu 5 1 4 4 1 2 3
Kisii 2 2 0 2 1 1

Luhya 10 7 3 8 2 1 I 6 2

Luo 9 6 3 8 1 z 4 3

Maasai 2 1 1 2 2

Meru 5 5 0 5 t 4
Nubi 3 3 0 3 3

1 1 0 1 1

46 30 16 42 4 4 7 22 13

III
I-II
III

I-I
III

II
I I

II

I

I

III

I
I
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Table 1.14 : Officers Trained by Ethnicity, Gender, Disability Status and Age Prcfile
tor 202212O23 fY

Icsus I{o. 13: Commisslon's Policy on Recruitrnent

Recruitment is guided by key policy and legislated provisions as follows:-

i). Recruitment in the Commission must comply with:

a) Constitution of Kenya (The Constitution of Kenya, 2010 Afticle 10 on

national values and principles of governance and Article 232 on values and
principles of public service).

b) Public Service Commission Act (Public Serui ion Act,CE 195) of
the Laws of Kenya, particularly Sections 3, 9 and 23 on the functions of the
Commission relating to appointments, promotions and transfers).

c) Human Resource Policies and Procedures Manual for the Public Service

2025, Part II: Recruitment, Selection, Appointment and Transfers, as issued

by the Public Service Cgmossroa{g!, Z0l7).

ii). Core principles of recruitment

a) Merit, fairness, and transparency in all recruitment exercises (Article 232 of
the Constitution of Kenya, 2010 on values and principles of public seruice;

Sections 3 and 9 of the Public Service Commission Act; Public Seruice

Commission Regulations 2020, Part III, Regulation 16 on superuision of
recruitment).

b) Equal oppoftunity without discrimination on grounds of gender, race,

religion, disability, or socio-economic status (Article 27 of the Constitution

Kaleniin 7 4 3 7
Kamba 6 4 2 6
Kenyan Somali 7 1 1

Kikuyu 15 8 I 15

Kisii 2 1 1 2

Kuria 1 1 1

Luhya 8 5 3 7 1

Luo 7 4 3 6 1

Maasai 1 I 1

Meru 4 3 1 3

Taita 1 1 1

Total 54 32 22 52 2

IIIIII

r
I

I
I

III

18 lPa9e



of Kenya, 2010 on equality and freedom from discrimination; Article 232;
Employment Act, Cap. 226, Sections 5 and 6 on unfair discrimination).

c) Affirmative action and equity for minorities, women, youth, and persons

with disabilities as required by the Constitution (Article 27(6) and Article 54

of the Constitution of Kenya, 2010; Article 232; Public Service Commission
Act, section 23(1) on consideration of minorities and marginalized groups in
recruitment).

iii). Vacancies

a) Recruitment may only be done against approved staff establishment and

aligned with service-delivery plans (Public Service Commission Act, section

3(1) and section 23; Public Service Commission HR Policies and Procedures
Manual 2025, Part II, Section B on recruitment and appointment based on
human resource and service-delivery plans).

tr) Vacancies must be budgeted and justified in terms of workload, institutional
needs, and financial sustainability (Public Service Commission Act, section

23; Public Finance Management Ac-, 20t2, Sections 118 and 119 on
recruitment and establishment approval; Public Finance Management
(Recruitment and Appointments) Regulations, Rule 4 on justiflcation of
vacancies).

iv). Advertising and shortlisting

a) All new vacancies must be advertised widely (national media, PSC portal,

and internal notice boards where applicable) (Public Service Commission
Regulations 2020, Part III, Regulation 17 on advertisement of vacancies;
Public Service Commission HR Policies and Procedures Manual, 2025, Part
II, Section B on modes of advertisement).

b) Applications are received within a specifled closing date; shortlisting is done
by a panel using pre-set criteria (qualiflcations, experience, integrity checks)
(Public Service Commission Regulations, Regulation 16 on supervision of
recruitment and Regulation 18 on principles and procedure applicable to
selection; Public Seruice Commission HR Policies and Procedures Manual,
Paft II, Section B on appointment panels and selection criteria).

v). Selection

a) Selection is based on academic qualifications, relevant experience,
professional competence, and integrity (including background checks)
(Public Service Commission Regulations 2020, Regulation 18 on selection
procedure; Public Service Commission HR Policies and Procedures Manual

!
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2025, Part II, Section B on selection criteria; Criminal Procedure Code,

Sections on verification of criminal records where applicable).

b) Leadership and integrity issues are considered in line with Chapter Six of
the Constitution (The Constitution of Kenya, 2010, Chapter Six on

Leadership and Integrity; Leadership and Integrity Act,2012 (Act No. 12 of
2012), Sections 3-5 on leadership principles and Section 6 on integrity
screening).

v!:_ Internal recruitment and promotaons

a) Internal promotions and transfers are guided by peformance, seniority,
vacancies, and succession-planning frameworks (Public Service Commission

HR Policies and Procedures Manual 2025, Part II, Section B on promotions

and transfers; Public Service Commission Regulations, Regulation 18 on

selection for promotion; Public Service Commission Performance

Management and Development Framework, 2015, on performance-based
promotion).

b) Notification of internal vacancies is required to give serving officers first
opportunity where appropriate (Public Service Commission HR Policies and

Procedures Manual, Paft II, Section B on internal posting and internal
vacancies; Public Service Commission Regulations, Regulation 19 on

maintenance of confidential reports supporting promotion decisions where

applicable).

vii). Documentation and records

a) The Commission keeps clear records of each recruitment exercise
(shortlisted lists, interview scores/ and appointment letters) (Public Service

Commission HR Policies and Procedures Manual 2025, Paft II, Section B on

recruitment documentation; Public Service Commission Regulations,

Regulation 16 on supervision of recruitment and record-keeping; Public

Records and Archives Management Act, Cap. 30, Section 4 on creation and

maintenance of records).

b) Documents are auditable and are retained for a specified period as per HR

records-management policy (Public Service HR Policies and Procedures

Manual 2025, Part II, Section B on record retention; Public Records and

Archives Management Act, Cap. 30, Sections 4 and B on retention and

disposal schedules; Public Service Commission Circulars on HR records

management and retention periods).
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viii), Delegation and oversight

a) The Public Service Commission has delegated certain recruitment functions
to Ministries and State Departments under delegated instruments (Public

Service Commission Ac.2017, section 16 on delegation of ceftain functions;
"Delegation of Human Resource Management Functions from the Public

Seruice Commission to the Cabinet Secretaries" dated August 2015, as

referenced in MHRMAC Guidelines).

E,) The Commission Board monitors recruitment practices and can cancel or
revoke any recruitment done in violation of policy (Public Service

Commission Regulations,2020, Regulation 16 on supervision of
recruitment; Public Service Commission Act, section 23(1) empowering the
Commission to review and cancel unlawful appointments; Public Seruice

Commission HR Policies and Procedures Manual, Part II, Section B on

monitoring and enforcement).

Issue ltlo. 14: Information regarding Staff Promotion in the past five years in terms
of Ethnicity, Gender, Age, and Persons with Disabiliiles (PWDs).

The Cornmission promoted one hundred and fifty-four (154) staff members over the
last five years as shown in table 1.15 below.

Table 1.15 : Composittbn of Staffon Prcmotion

6 3 3 5 4 2

1 1 1 1

1 1 1 1

Kalen tn

Embu

Gabra

Gureeh
t7 I 9 1 16 7 9 1

I4 6 8 t4 1 5 8

32 20 t2 302 2 8 22

10 8 2 2 8 1 4 4 1

2 1 1 2 2

Kikuyu _
Kisii

Kamba

Kuria

Luhya 24 15 9 3 2t 1 9 L4

819 11 1 18 8 11

5 5 5 1 2 2

7 4 3 7 1 4 2

2 2 2 1 1

2 2 2 2

Luo

Masai

Meru

Mi i Ken

Other K
Pokomo

da

2 2 2 1 1

1 1 1 1Pokot
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1 1 1Rendille 1

2 2 1 1Samburu 2

1Somoli-So-State 1 1 1

1 1Teso 2 1 1 2

1 1 1 1Tharaka
1 1Turkana 2 2 1 1

79 2154 79 75 10 t4 1 10 62Total

This reflects a diverse and structured promotion pattern, with representation across

different job levels, ethnic groups, genders/ and age categories/ as well as inclusion

of persons with disabilities.

6i Co.rission's Compliance with SectionV Procurement and Asset Disposal Act,
Opportunities for Special Interest Groups

157(5) of the Public
2015 on Procurement

lsrue ilo. 1: Status of compliance of the thirty percent (309o) resen/ation of public
procurement for the disadvantaged groups since January 2022

The allocation of 30o/o of the procurement budget to the special groups for the

Financial Years 202212023 - 2024 12025 is represented in Tables 1.16 to 1.18.

Table 1.16 : Summary of Procurements Reserved for Special Groups FY

2O24l2O2s

343,476,925Approved Procurement Plan Budget
68,534,824Budqet Reduction (AusteriW Measures)

274,942,101Net Procurement Budget
82,482,630.330o/o Allocation to Special Groups

o/o of Total Awards to
Special Groups Against
Total Procurement Budget

Category Number of
Tenders
Awarded

Total Value Awarded
(KES)

11.1Youth 25 30,641,640
23.5Women 39 64,692,270

4 2,950,700 1.1PWDs

68 98,284,610 35.7Total (AGPO)
64.3General (Other suppliers) L76,657,491
100Total 274,942,LOL

22lPage



Table 1.17: Summary of Procurements Reserued for Speciat Groups FY 202312024

A ro'red Procurement Plan Bud et
Bud et Reduction Auster Measures
Net Total Procurement Bud et
30o/o l,llocation to S ecial Grou s

Category

Youth
Women
PWDs

Total
AGPO

Genere I Other su liers
Total

Table 1.18: Summary of Procurements Reserved for Special Groups f,1 2022123

Issue lSo. 2: Number of youths, women, and persons with disability whose goods
and seruices have been procured by the Commission, including the
amount each category received per financial year since the law was
enacted

In its commitment to fostering inclusive economic growth, the Commission has

undeftak.en deliberate measures to allocate a poftion of its procurement budget to
enterprises owned by youth, women/ and persons with disabilities (PWDs) under the
Access to Government Procurement Opportunities (AGPO) program, highlighting the

564,673,905
29,624,908

535,048,997
160,514,599.1

Number
Tenders
Awarded

of Total Value
Awarded (KES)

o/o of Total Awards to
Special Groups Against
Total Procurement
Budqet

55 58,902,762 11.01
96 97,829,844 18.28
9 6,414,743 1.20
150 L63,147,349 30.49

238,461,310 69.51

535,048,997 100

533,063,161
46,479,996.00
486,583, 165

roved Procurement Plan Bud

Net Total Procurement Bud

A et
Bud Measureset Reduction Auster

et
30o/o Allocation to S ial Grou s r45,974,949.5

Total Value
Awarded
(KES)

o/o of Total Awards to Special
Groups Against Total
Procurement Budset

t5,279,433 3.t4

Number of
Tenders
Awarded

Category

80
78Youth

Womerr 54,6L2,207 LL,2
982,800 0.20

7O,874,440 14.6
4t5,708,725 85.4General (Other suDoliers

PWDs

Total
)

Total AGPO

486,583,155 100
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Commission's progress and challenges in fulfilling the statutory requirement of
reserving 30o/o of contracts to special interest groups.

Tables 1.16 - 1.18 provides an analysis of procurement performance for the
Financial Years 202212023 to 202412025. Further, Appendix IV shows the Annual

Procurement Plans for 2022123-2024/25 Financial Years, while Appendices V, VI and

VII present information on tenders awarded to the special Interest groups during the
period under review.

Issue No. 3: Level of compliance with Section 157(12) of the Public Procurement and
Asset Disposal Act, 2015 including companies awarded to the contracts
since January 2022

The Commission awarded Two hundred and three (203) contracts to One Hundred

and Thirty-one (131) companies during the FY 202212023 - FY 202412025 as shown

in Table 1. 19 while Appendix VIII presents the list of Companies awarded Contracts,

Ta ble 1. 19 : Summa ry of Com pa nies Awa lded Contracts in 2O22 I 2023- 2024 I 2025
Financial Yearc

Issue No. 4: Challenges faced in enforcing the implementation of the thifi percent
(30o/o) reservation of public procurement for the disadvantaged groups,
including a proposal to enhance compliance.

a).Challenges Encountered in Implementation of 30olo Reseryation for the
Disadvantaged groups

i). Delays in Submission of Compliance Documents: Suppliers from
disadvantaged groups often submit required regulatory and compliance

documents late, which affects the procurement timelines and limits their
responsiveness to bidding opportunities.

ii). Ltd Access to Finance: A significant number of AGPO-registered enterprises

face difficulties in accessing credit due to stringent collateral requirements

imposed by financial institutions. This financial constraint limits their ability to
fulfill contract obligations, and pafticipate effectively in the procurement

process.

202212023 46
89202312024
68202412025

203Total
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iil).Late approval of supplementary budget towards the end of each
Financial Year: In the 2022123-202412025 Financial Years, the
supplementary budget estimates were approved on 26 June of each financial
year. Consequently, the Commission was unable to utilize the funds for
procurement activities due to the short timelines, as provided under the PPADA

Act, 2015 (See Appendix IX).

b).Measures put in place to ensure compliance

To operationalize the legal mandate enshrined in the PPADA,2015, and the PPADR,

2020, the Commission has institutionalized a robust framework of administrative and
procedural measures. These mechanisms are designed to move beyond policy

aspiration, ensuring that the 30olo reseruation for youth, women, and persons with
disabilities (PWDs) is consistently and transparently integrated into the Commission's
procurement cycle.

The key measures implemented include:

l). Maintenance of AGPO Supplier Register: The Commission has established
and continuously updates a comprehensive database of pre-qualified AGPO

suppliers. This register facilitates the quick identification of eligible firms for
specific procurement opportunities, streamlining the sourcing process and

ensuring that special group enterprises are proactively considered.

ii). Allocation Based on Fair Competition: In line with procurement principles,

all opportunities reserved for special groups are allocated through fair and

competitive processes within the reserved category. This ensures that value for
money is achieved while simultaneously empowering the most capable

enterprises among the youth, women, and PWD communities.
iii).Continuous Capacity Building for Staff: Recognizing that effective

implementation depends on the knowledge of its officers, the Commission

regularly conducts training sessions for procurement personnel and user
departments. These sessions focus on the AGPO framework, ensuring that all

staff involved in the procurement cycle are equipped to apply the reservation

rules correctly and consistently.

lv).Integration of AGPO Targets in Annua! Planning: The Commission

ensures that AGPO is not an afterthought by mandating the incorporation of
specific, measurable procurement targets for disadvantaged groups directly
into the annual procurement plans. This early integration allows for the
strategic ring-fencing of opportunities and aligns depaftmental spending with
the broader goal of inclusive procurement.
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3.3 Distribution of Commission's Resources

Issue No. 1: Information regarding compliance to Section 11of the NationalCohesion

in the Country, including presence of regional or county offlces

Currently, the Commission's operations are centralized at the Headquafters (Nairobi).

However, the Commission in its Strategic Plan 2025-2029 has prioritized to

decentralize its seruices in the regions and counties, closer to the citizens in line with

its strategic vision of a Values - Driven Citizen Centric Public Seruice.

Conclusion

On behalf of the Commission, I would like to express gratitude and appreciation to the

Committee for the invitation to appear and appraise members on information relating

to the Representation of Kenya's Diversity in Staff Composition of the Public Service

Commission and Commission's compliance with Section 157(5) of the Public

Procurement and Asset Disposal Act, 2015 on Procurement Opportunities for Special

Interest Groups, erf E* d-i{r

Thank You

Paul Famba, CBS
SECRETARY/CEO
PUBLIC SERVIC E COMMISSION
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Honorable Chairperson and Committee mernbers, we are

honored to appear before this Committee on National

Cohesion and Equal Opportunity to present the

cornposition of employees of National Land Commission

and to provide information regarding compliance with the

(3O) percent public procurement reservation for special

interest groups as provided under section 157 (5) of tl.e
Public Procurernent and Asset Disposal Act . I acknowledge

and hold in high esteem the oversight role of ttris honorable

Committee in promoting unity arnong diverse communities,

ensuring eqrral access to opportunities and fostering

cooperation between different regions through legislative

oversight, public engagement and advocacy.

Honorable Chair and Members,

As you are well aware, the effrciency and effectiveness of

the Cornrnission, like any ottrer organtization, heavily

depends on the quality of employees it engages. We have

strived to recruit qualified and experienced individuals with
the right cornpetencies and skills. Our recruitrnent process

adheres to various criteria to enstlre a diverse and

cornpetent workforce, including; professional qualilication s,

years of experience, knowledge, skills, 8E Cornpetences

necessarT/, licenses/certifications/rnernberships, gender

balance considerations, regional balance, persons with

disabilities, and applicants from rnarginalized

cornrnrlnities.



Honorable Chairpersorl, as per your guidance, vide

letters Ref: NA/ DAAGPC / NCE,O / 2025 / L 1 , letter Ref:

NA/DAAGPC/NCE.C / 2O2s / 46,NA/ DAAGPC / NCEO / 20

25/56 dated l"t April 2025, 25th Ju1y,2O25 and 31"t

Jttly,2O25 respectively frorn the Clerk of the National

Assembly, NLC was invited to deliberate with the

Cornmittee on the following issues:

1. The Commission's current employment composition in terms

of gender, ethnicity and age.

i. Gender

Hon. Chair and Cornrnittee rnembers,

TLre Cornmission has ensr.red that its workforce is in line

with the Constitutional requirement of t-wo third-gender

rule, which is airned at prornoting gender equality in the

Public Service. This is indicated in the table below;

Table 1. Gender Analysis

s/No GENDER NI'MBER PERCENTAGE

1 Female 418 49.76

2 Male 422 50.24

Total 840 1()0

tu. Ethnicity

Hon. Chair and Committee members,

The Commission has ensured that its worldorce reflects the national

representation of the population. The Commission has put in place



policies to ensure recruitment of individuals from different ethnic

backgrounds.

Table II below illustrates the ethnic distribution at the Commission.

S/N TRIBE ST'B-TRIBE NO o/o

1 AWEER/WAATA AWEER/WAATA o o.o

2 BAJUNI BAJUNI o 0.0

3 BORANA BORANA 4t 4.9

4 BURJI BURJI 4 0.5

5 DAHALO DAHALO o o.o

6 DASENACH (Merile) DASENACH (Merile) 0 o.o

7 DOROBO DOROBO o 0.0

a EL MOLO EL MOLO 1 o.1

9 EMBU EMBU 10 L.2

10. GABRA GABRA 18 2.1

11. GOSHA GOSHA

ILCHAMUS
NJEMPS

/

o o.oo

t2. ILCHAMUS / NJEMPS
7 0.8

13 KALENJIN KALENJIN (Arror,
Cherangany, Endo,
Endorois, Keiyo,
Kipsigis, l,embus,
Marakwet, Nandi,
Ogiek, Pokot,
Sabaot/Kony/Bong' 128 15.2

t4. KAMBA KAMBA 60 7.1



15. KEIVYAN SOMALI KENYAN SOMALI
(Kenyan Somali - So

Stated, Ajuran,
Degodia, Gurreh,
Hawiyah,

Isaak, Leysan,
Murule,
Ogaden, Corner
Tribes) 74 8.8

16 KIKITYU KIKUYU L37 16.3

17. KISII KISII 57 6.8

KONSO KONSO 0 o.o

19. KURIA KURIA 7 o.8

LUHYA LUHYA (Abakhenye,
Bakhayo, Banyala,
Banyore, Batsotso,
Batura, Bukusu,
Idakho, Isukha,
Kabras, Kisa,
Marachi, Marago1i,
Marama, Samia,
Tachoni, Tiriki,
Wanga)

61 7.3

2L. LUO LUO 70 8.3

22. MAASAI MAASAI 31 3.7

23. MAKONDE MAKONDE o o.oo

24. MBEERE MBEERE 5 o.6

25. MERU MERU 39 4.6

18.

20.



26. MIJIKENDA MIJIKENDA
(Chonyi,
Digo/Wafundi/Was
akwa, Duruma,
Giriama, Jibana,
Kambe, Kauma,
Rabai, Ribe) 23 2.7

27. NUBI NUBI 0 0.o

28. POKOMO POKOMO 1 0.1

29. ORMA ORMA
Wardei)

(Galla, 10 t.2

30 RENDILE RENDILE 6 o.7

31. SAKUYE SAKUYE 15 1.8

32 SAMBURU SAMBURU 6 o.7

33. SUBA SUBA o o.o
34. SWAHILI SWAHILI (Amu,

Barawa, Chitundi,
Jomvu,
Munyoyaya/Muyey
aya, Mvita,Ngare,
Pate,Siu, Vumba,
Wachangzunwe,
Wafaza, Wakatwa,
Wakilifi, Wakilindini,
Wamtwapa,
Washaka,
Watangana,
Watikuu)

5

35. TAITA TAITA 10 t.2
36. TAVETA TAVETA o o.o

37. TESO TESO 4 o.5

38. THARAKA THARAKA 3 o.4

39. TURKANA TURKANA 6 o.7

40. WALV/ANA/MALAKOT
E

WALWANA/MALAK
OTE

o 0.0

41. WAYYTJ WAYYU 1 o.1

o.6



)

42. KENYAN ASIANS KEI{YAN ASIANS 0 0.0
43. KEI{YAN AMERICAN KEI{YAN

AMERICAN 0 0.0
44 KEI{YAN ARABS KENYAN ARABS o o.o
45 KENYAN EUROPEAN KENYAN

EUROPEAN 0 0.o
46 NON KET{YANS NON KEI{YANS 0 0.0
47. Total 840 100

(For more detailed information please refer to Annex 1f

iii. Age Distributions
Hon. Chair and Committee members,

ienerally ttre demographic distribution of staff in the Commission in terms

of age is a mix of experienced personnel, middle- career professionals and

young stalf members who joined the Commission at entry level. They all

contribute their skills towards the achievement of the Commissions

mandate and goals.

The table III below illustrates a summarJr of age dtstribution at the

Commission.

s/No CATEGORY NUMBER PERCENTAGE

1 Under 3O t67 19.9
2 30-40 441 52.5
3 41-50 159 18.9

4 51-60 7t 8.5
5 Over 60 2 o.2

Total 840 100

(For more detailed informatlon please refer to Annex 2|



2. Extent to which the Commission has complied with article 5,412l-

of the constitution on composition of persons with disabilities,

including the nature of the disability.

Hon. Chair and Committee members,

Despite the challenges in attracting persons with disabilities (PWD),

the Commission has undertaken affirmative action by recruiting twelve

(12) individuals with disabilities. The nature of disability is categorized

as Physical Disability (8No.), Visual impairment (3No) and mental

disability (lNo). This initiative reflects the Commission's commitment

to inclusivity and equal opportunity.

(For more detailed information please refer to Annex 2f

3. Composition of the governlng body of the Commission in terms of
age, gender, ethnicity and persona with disabilities.

Hon. Chair and Commlttee members,

Commissioners as governing body of the Commission is composed of

a chairman and up to eight other commissioners, making a total of

nine members. These commissioners are appointed through a

transparent and competitive process, nominated by the President, and

approved by the National Assembly. The composition of the

commission is required to reflect Kenya's regional, ethnic, and gender

diversity, in line with the national values and principles of governance

as outlined in the Constitution. (Refer to table IV belowf

Table IV

a

s/N Name Gender Age PWD Ethnicity
1 Gershom Otachi Bw'omanwa Male 60 No Kisii

2 Gertrude Nduku Nguku Female 58 No Kamba

3 Hubbie Hussein Al-Haji Female 66 Yes Kenyan



)

Somali

4 James Kiprop T\.ritoek Male 66 No Kalenjin

5 Reginald Okumu Male 53 No Luhya

6 Hon. Samwel Kazungu Kambi Male 63 No Mijikenda

7 Alister Murimi Mutugi Male 52 No Kikuyu

8 Hon. Ali Tiya Galgalo Female 58 No Borana

9 Hon. Esther Murugi Female 7l No Kikuyu

4. Composition of employees in Senior Management, Middle level and

Lower cadres in terms of ethnicity, gender and persons with
disabilities;

Hon. Chair and Committee members,

Senior Management level at the Commission comprises staff at the

grade of NLC 1 - NLC 3. They include the Secretary/CBO, who heads

the Secretariat staff, six (6) Directors in charge of Directorates, four (4)

Heads of Department, Deputy Directors who deputizes Directors and

County Coordinators in charge of NLC count5r offices.

Middle level managers comprise staff at the grade of NLC 4 - NLC 7

Lower level staff comprise staff at the grade of NLC 8 - NLC 13.

For information on composition of employees in terms of Ethnicity,

Gender and Persons with Disability. (For information that is more

detailed please refer to Annex 3f

5. The number of permanent and pensionable staff employed in the

last three recnritment and their representation in terms

ethnicityr rBGr gender and persons wtth disability ln the

Commission.

Honorable chair and Committee members, I wish to reiterate that

the Commission has endeavored to recruit suitably qualified and
6



experienced employees with the right competencies, skills and

experience required to achieve its goals and objectives.

In this regard, NLC recruited most of its staff in the year 2ol4l2ol5
during its inception. Subsequent recruitments were in the Financial Years

2O2O I 2O2I, 2O2L I 2022, 2022 12023 and 2024 I 2025. The Commission

has a total number of 840 members of staff in-post against staff

establishment of 11369. Among the in-post stafl 452No are permanent

and pensionable, and who were employed in the last three recruitments.

(For more detailed information please refer to Annex 4)

6. Total number of casual, temporary and contractual staff serving

currently and their representation in terms of ethnicity, aB€,

gender and persons with disability.

Honorable chair and Committee members,

The Comrnission currently has a total of sixteen (16No) of staff
on contract. (For more detailed information, please refer to
annex 5l

7. Ratio between the National Population and employment proportion

in the Commission (underrepreaentation and overrepresentationf -

based on 2019 National population and Housing Census.

Hon. Chair and Committee members,

The ratio between the National Population and the proportion
of individuals ernployed in governrnent roles is a. critical
indicator of adrninistrative capacity, public service delivery
and fiscal sustainability. Ideally, this ratio should reflect a
balanced public sector workforce that is capable of rneeting
the needs of the population without placing undue pressure

a
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cn nationa-l resollrces. As a Cornmission, despite many

challenges, we put a deliberate effort to embrace diversity and

give equal opportunity to the rnarginalized Cornmunities.

(For more detailed information on the ratio between National

Population and employment proposition in the Commission please

refer to Annex 6)
/

8. Status of compliance of the Commission with section 7 of the

National Cohesion and Integration Act, 2OO8 and Articte 232(1f(h)

and (if of the Constitution, includlng the efforts made by the

Commission to enhance compliance;

Honorable chair, allow me to use the audits or assessments

undertaken in the last three years to ascertain the level of tl.e

inclusivity in the recruitrnent process;

I would like to inform the Committee that every financial year, the

Commission undergoes audits by the Of{ice of the Auditor General

(OAG) to ensure compliance in all its functions. In addition, ttre

Public Service Commission evaluates cornpliance with the Values

and Principles as outlined in Articles 10 and 232 of the

Con stitution annually.

Specifically, during the Public Service Commission (PSC)

evaluation for the year 2022 /2023 and 2023 / 2024, tl:re focus was

on nine (9) thematic areas:

i. Overview of Human Resource in the Pub1ic Service

ii. Service delivery improvement and transformation

iii. High standards of professional ethics in the public service



iv. Good governance, trartsparency and accountabilit5r

v. Performance Management

vi. Equitable allocation of opportunities and resotlrces

vii. Public Participation in policy-making.

viii. Efficiency, Effectiveness and Economic IJse of Resources

and Sustainable Development

ix. Devolution and decentralization of public services

Hon. Chair and Committee members,

NLC is Eqrrally dedicated to issues of inclusivity as it is to matters

of goverrrance. We have recorded significant progress in
governance from 2OL6 / 2Ol7 to 2022 /2023 / ,2023 / 2024

The overall compliance index for t}.e National Land Cornrnission

for tJ.e last three evaluation is as indicated in the table below V;

Table V

9. Challenges the Commission has faced in its bid to enhance

diversity of employees and the mitigation measures to curb the

challenges;

Hon. Chair and Committee members

The Commission just like any government entity has faced challenges

in its endeavor to enhance diversity. The challenges a.re as listed

hereunder;

i. Lack of applications during recruitment, from certain quarters

of the population, i.e disadvantaged groups

a

\

S/No Overall Compllance

Index (%) for

2O2tl22Fv

Overall Compliance

Index l%l for

2022l23FX

Overall Compliance Index (%)

for 2O23|24FY

1 51.1 57.9 54.3

o
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lV.

Limited Talent Pipeline- Underrepresentation of certain groups

in key professions or at senior levels.

Resistance to Change - Some stakeholders may be resistant to

diversity initiatives and misconceptions about diversity efforts

being preferential treatment.

Budgetary Constraints -Limited funds for training, outreach, or

inclusive programs and Budget pressures may deprioritize

diversity-related spending.

,

a'

To mitigate these challenges, the Commission;

i. Developed a policy on diversity and inclusion

ii. Encouraged the disadvantaged groups to apply for positions

whenever it arises

111. Conducted training and awareness to sensitize staff and

stakeholders on ttre need for diversity and inclusion

1O. The Eeasures, we have put in place to ensure that persons living

with disabilities, women and minorities are adequately

represented in the Commission

Hon. Chair and Committee rnetnbers,

To ensure inclusivity of people with disabilities and

gender diversity in ttre Commission, we have put in place

the following mechanisms:

Accessible facilities: The Cornrnission has ensured

that its offices are accessible by having facilities such

as rarnps, elevators and accessible restroorns to
accornrnodate PWDs. The Cornrnission also has a

lactation room for rnothers.

1
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111

Inclusive Recruitment and Hiring Processes: The

Commission continues inclusivity in ttre recruitment

process by putting up strategies to attract diverse pool

of individuals including PWDs, wornen and Marginalized

cornmr.nities .

Periodic Arrdits: The Commission conducts baseline

surveys to assess the workplace safet5r, accessibility and

practices to identify gaps and ensure compliance with the

required workplace standards.

t

11. Institutional policy on stalf training and developrnent,

In an effort to enstlre consistent and effective training
prograrns, the Commission has put a training policy in place.

(See attactred as Annex 7 the e:rtract of training policy)

L2. Inforrnation regarding total number of stalf trained for
ttre last three Iinancial years in terrns of ethnicity, age,

gender and persons with disability. Institutional policy on

training,

Hon. Chair and Cornmittee rnembers,

The Cornmission recognizes the need for training and

development for all employees. Therefore, offers training

opportunities to all its employees'in order to improve their work

perforrnance and personal development. Cornmission provides

Training to the staff as per approved Training Plans when the

funds are available.

(For more detailed information on staff training please refer to

Annex 8l



13", Institutional policy on recruitment,
Hon. Chair and Committee members, The Commission is

' guided Policies and Procedures on recruitment which is part

of Human Resource Manual.

(See attached recruitment Policy e:rtract as Annex 9 )

L4. Inforrnation regarding promotion in the past five years in
terms of ethnicit5r , gender, age and persons with disabilities.

Hon. Chair and Committee metnbers,

The Cornmission will strive fill vacancies by promotion of

suitable employees. Consideration of promotion is accordance

with the provisions of tl.e Career Progression Guidelines and

Plans developed for each cadre. Employees who have relevant

experience, qualifications and proven merit will be given first
priority.
For more detailed information on the staff promotion in the

Commission please refer to Annex 1O)

15. (al Status of compliance of the thtrty percent (3O%) reserrration
of public procurement for the disadvantaged groups since
January 2OL6.

Hon. Ctrair and cornmittee members, the legal requirement lor
women, youth and persons with disabilities to access thirty
percent (3Oo/o) of Government Procurement opportunities is being

implemented within the context of the Access to Government

Procurernent Opportunities (AGPO) prograrn.

The prograrn is anchored in the Constitution of Kenya, 2OLO

Article 227 on the fair, equitable, transparent and cost-effective

public procurement of goods and service, Article 55 on affirmative



action, section L57 (5) of the Public Procurement and Asset,

Disposal Act (PPADA), 2015 and subseqrrent regulation 149 of the

Public Procurement and Asset Disposal Regulations (PPADR) of

2020.

Hon. Chair and cornmittee members, the 3O%o reservation

currenfly benefrts enterprises owned by women, youth and PWD,

but the "other disadvantaged groups" such as micro and small

businesses have not been clearly identified as s1.ch to benefit from

reservations.

Hon. Chair and comrnittee rnembers, the below report presents

a srlrnmary of the status of compliance with ttre legal requirement

under the Public Procurement and Asset Disposal Act (PPADA).

TABLE Vi

Financial year

(For more detailed information on statutory report on pre

s/
N

Total procurement
spend for the FY(A)

Total procurement
spend for
preference/resenzati
on scheme (B)

7o Resenred
loo (B/Al

1 20L5-2016 572,796,3Or r42,676,614 24.9o/o

2 20-t6-2017 349,503,385.9 103,103,498.9 3Oo/o

3 2U-L7 -20L8 L89,43L,627 .95 60,027,237 320h

4 20ta-20L9 240,895,183 72,O33,5L2 29.9%o

5 2019-2020 2OO,O22,337 61,830,469 30.9o/o

6 2020-202L 50,67 4,697 .90 L9,942,524 39o/o

7 202L-2022 233,277,324.20 90,379,836.70 36%0

8 2022-2023 208,968,7 L3.90 62,69o-,614.77 3Oo/o

9 2023-2024 188,779,026 62,297,O78.58 33o/o

resetsation, please refer to Annex 11-23).

ference and
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\ (b) Number of youths, women and people living with disabilities

whose goods and serrrices have been procured by the Commission

including amount each category received per financial year since the

law was enacted.

Hon. Chair and Committee members, for the purpose of

implementing the thirty percent rule, the commission has

implemented the requirement through its budgets, procurement

plans, tender notices, contract awards and submits quarterly

reports to the Public Procurement Regulatory Authority (PPRA) as

reqrrired. (For more detailed information on statutory report on

preference and resenration, please refer to Annex 11-23)-

(c) Level of compliance with section L57 l12l of the hrblic

Procurement and Asset Disposal Act (PPAI)A| including companies

awarded to the contracts since January 2OL6.

Hon. Chair and Committee members, information regarding

compliance with section I57 (l2l of the Public Procurement and

Asset Disposal Act (PPADA), 2015 including cornpanies awarded

since 2OL6 in terms of youth, women and persons with disabilities

is here attactred (See attached Annex lL-23 belng the reports the

Commission submitted to hrblic Procurement Regulatory Authority

(PPRAI.

(d) Chaltenges faced in enforcing implementatiou of the thirty
percent (3O%l reservation of Public Procurement for the

disadvantaged groups, including proposal to enhance compliance.

a
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Hon. Chair and committee members, one of the most significant ,t
challenges impacting compliance with the 3O% reservation policy is th,,-',

reduction in procurement budgets. When procurement budgets are cut

mid-year or during planning stages, the pool of funds available for AGPO-

targeted procurement reduces proportionally. This directly affects the

value and volume of contracts that can be reserved for Youth, Women,

and PWDs.

Hon. Chair and committee members this may lead to the following

impacts:

a Reduced opportunities for disadvantaged grou.ps t(

participate in procurement.

Some tenders originally earmarked for AGPO groups may be,
reallocated to more urgent or strategic purchases, sidelinir:g
AGPO allocations.

Institutions prioritize critical services, often large-scale

contracts beyond the capacity of AGPO suppliers, leaving

fewer suitable tenders i.e. ICT tenders.

a

a

Hon. Ctrair and Committee metnbers, significant challenges

irnpacting cornpliance \Mith the 3Oo/o reservation policy is the

shifting priorities due to emergency or contingency spending. In

instances of national or institutional emergencies (e.9., pandemic

responses, disaster relief), fi.nds are redirected to immediate

needs, further shrinking procurement budgets. Such shifting
priorities typically result in ernergency procurement procedures

that rnay b34rass normal AGPO reservation processes.

i
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Hon. Chair and Commlttee members, another challenge is the

limited packaging of procurement opportunities. Budget cuts often

lead to the bundling of contracts to rnaxirnize cost-efficiency. This

practice which is currenfly experienced in the coLrntry,

inadvertenfly excludes AGPO suppliers, who may not have the

financial capacit5r or technical experience to bid for larger,

consolidated tenders.

CONCLUSION

Hon. Chair and Cornmittee members, I wish to reqgest tl.e

Committee to recommend and advocate for ttre Commission to be

allocated enough budget in order to execute its mandates and

enhance inclusivity prograrns. Further, the availabiht5r of budgets

will also enable the Commission to comply with the thirty percent

(3O%l rrle.

Thank you for your tlme and suPPort.
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