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CHAIRPERSON'S FOREWORD

The Report contains a record of proceedings of the Committee on Employment Diversity Audit in

Public Institutions which follows its deliberations. review and evaluation of submissions from

Lake Victoria South Water Works Developrnent Agency. Rivatex East Africa Limited. Moi

Teaching and Referral Hospital, Lake Victoria North Water Works Development Agency, Kenya

Industrial Estates, Kenya Medical and Supplies Authority and Kenya Medical and Training

College.

This audit reflects our unwavering commitment to foster a public service that is inclusive.

representative and reflective of diversity. Kenya is home to forty-six (46) ethnic communities,

each contributing uniquely to our national identity. Pursuant to Article 232 ofthe Constitution, the

promotion of equality in employment within public institutions is a legal obligation and a

comerstone for unity, stability and sustainable development.

While significant strides have been made towards gender balance through Constitutional

provisions such as the two-thirds gender rule, our findings have highlighted persistent challenges

in achieving rneaningful diversity. Regrettably. ethnic imbalances remain pervasive across all

sampled institutions, revealing deeply entrenched biases and systemic inequalities. It was observed

that institutions have consistently concentrated staff representation from dominant ethnic

communities. marginalizing minority groups and therefore undermining the principles of faimess

and inclusion.

Further, the audit revealed consistent non-compliance with the Constitutional provisions that

require at least 5% representation of Persons with Disabilities (PWDs). This alarming oversight

signifies not only a breach of the Constitutional mandate but suggests the persistence of

institutional environments perceived as inaccessible or unwelcoming to PWDs. Additionally.

youth representation in public institutions remains disappointingly low, rais'ing serious concems

about succession planning and the collective responsibility to engage the younger generation in

public service roles.

Although commendable efforts have been made in achieving gender representation, the

disproportionate placement of women in lower cadre jobs calls into question the depth of

commitment towards gender parity and women's empowerment. It is evident from the findings
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that real inclusion is yet to be fully achieved, and further targeted initialives are necessary to

elevate women into influential and decision-making positions.

A recurring challenge highlighted by the institutions is the limited applications from marginalized

communities and PWDs. How'ever. it is the Conrmittee's view that such outcomes reflect

inadequate affirmative action policies and initiatives. [t is imperative for institutions to proactively

foster a culture of inclusivity, actively reach out to marginalized groups and remove structural

barriers impeding their full participation. Furthermore, promotional practices consistently favored

dominant communities, reinforcing structural biases and limiting career advancement

opportunities for minority cthnic groups.

Therefore, the Committee recommends stringent oversight mechanisms. regular diversity audits.

clear succession planning frameworks and targeted affirmative aclion programs as essential

corrective measures. Public institutions must be held accountable for actively transforming their

recruitment, employment and promotional policies to reflect the true spirit of our Constitution. We

must continuously strive for a public sector that values and appreciates diversity as a strength-

On behalf of the Committee, I wish to sincerely thank the Office of the Speaker, the Clerk of the

National Assembly, the Committee Secretariat and all the institutions that participated in this audit

for their cooperation and contributions. Our collective commitment towards inclusivity will

undoubtedly enhance cohesion, mutual respect and trust among all Kenyans.

It is my profound honour, to table this Report on Employment Diversity Audit for consideration

by the National Assembly in accordance with Standing Order I99 (6).

HON. YUSSUF ADAN HAJI. DSM. CBS. M.P

CHATRPERSON.

COMMITTEE ON NATIONAL COHESION AND EQUAL OPPORTUNITY
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1.0 PREFACE
l. The Committee on National Cohesion and Equal Opportunity is established under the

Standing Order 2l2C of the National Assembly.

1.1 Mandate of the Committee

2. The mandate of the Committee includes inter alia:

i. monitor and promote measures relating to policy and program initiatives in pursuit of

peace and national cohesioni

ii. investigate, inquire into and report on all matters relating to inter community cohesion;

iii. monitor and promote measures designed to enhance the equalization ofopportunities and

improvement in the quality of life and status of all persons, including persons who are

marginalized on the basis ofgender, age, disability, health status, ethnic, racial, cultural

or religious background or affiliation or any other such groundl

iv. investigate, inquire into and report on all matters relating to discrimination and or

marginalization of persons referred to under sub-paragraph(c);

v. make proposals to Parliament including legislative proposals for the protection,

equalization ofopportunities and promotion ofthe welfare of the groups referred to under

sub-paragraph (c)l and

vi. examine the activities and administration ofall state deparfnents and statutory bodies in

so far as they relate to the rights and welfare ofthe persons referred to under sub-paragnph

( c).
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2.0 INTRODUCTION
3. The Committee in a bid to enhance equality and inclusion. resolved to carry out an lnquiry into

Diversity in Public Institutions. To achieve its objectives the Committee resolved to sample seven (7)

public institutions for its fourth report. The Committee held meetings and received submissions from

the following publ ic institutions:

l) Lake Victoria South Water Works Development Agency (LVSWWDA)

2) Rivatex East Africa Lirnited

3) Moi Teaching and Referral Hospital (MTRH)

4) Lake Victoria North Water Works Development Agency (LVNWWDA)

5) Kenya Industrial Estates (KIE)

6) Kenya Medical and Supplies Authority (KEMSA)

7) Kenya Medical and Training College (KMTC)

4. The main objective of the inquiry was to assess the employment diversity representation within the

public institutions in Kenya. Specifically, the institutions provided information based on the

following issues:

(i) The current employees' composition in terms ofethnicity. age and gender:

(ii) Status of compliance with Article 54(2) of the Constitution on composition of persons

with disabilities in the institution:

(iii) Composition of employees at senior management level, middle level and low-level

cadres in terms ofethnicity, age, gender and persons with disability:

(iv) The ratio between the national population and employment proportion in the institutions

(underrepresentation and overrepresentation) based on 2019 National Population and

Housing Census;

(v) The challenges the institutions have faced in its bid to enhance diversity of employees

and the mitigation measures to curb the challengesl

(vi) Measures put in place, ifany, to promote a friendly work environment for persons living

with disabilities: and

4



(vii) Information on staff promotion in the past 5 years in terms ofethnicity, gender, age and

persons with disabilities.

3.0 Employment Diversity in Public lnstitutions in Kenya

5. Kenya is a highly ethnically diverse Country with forty-six (46) communities. Employment in public

institutions often reflects diversity with efforts made to ensure representation from various ethnic

backgrounds.

6. [n the recent years, Kenya has made progress in promoting gender diversity in public institutions, by

implementing policies and initiatives to increase participation of women in leadership positions and

other roles within the Covernment organizations. Affirmative action measures such as the twolhirds

gender rule have been put in place to promote gender balance in public institutions.

7. Despite all these efforts, there are still challenges in achieving fullemployment in public institutions.

Some of these major challenges include political patronage, nepotism, regional and ethnic tensions

as well as resistance to change that led to slow pace of implementing diversity policies.

8. Significant efforts are still required to ensure that public institutions adequately represent the nation's

diverse demographics and foster a culture of equal opportunities. This endeavor requires sustained

commitment and collaborative efforts liom both Govemment entities and Civil Society Organisations

(CSOs) to ensure a more inclusive and representative govemance structure in Kenya.

4.0 Legislative Frameworks on Diversity in Employment

4.1.1 The Constitution of Kenya, 2010

9. The Constitution of Kenya, 201 0 provides the legal framework on employment and diversity in public

institutions. The following are specific Articles in the Constitution on matters relating to employment

diversity in the public sector:

i. Article 54 (2) provides that the State shall ensure the progressive implementation ofthe principle

that at least 57o ofthe members ofthe public in elective and appointive bodies are persons with

disabilities.

ii. Article 55 (0.) provides that the State shall take measures, including affirmative action

progftrmmes, to ensure that the youth have opportunities to associate, be represented and

participate in political, social, economic and other spheres of life.
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lv.

Article 56 (c,) provides that the State shall put in place affirmative action programmes designed

to ensure that minorities and marginalized groups are provided with special opportunities for

access to employment.

Article 232 (1,) (y' provides for the values and principles ofpublic service that includes affording

adequale and equal opportunities for appointment. training and advancement, at all levels ofthe

public service, of men and womeni the members of all ethnic groups and persons with

disabilities.

4.1.2 The National Cohesion and Integration Act, (CAP 7N)

10. Section 7 states the following:

i. All public establishments shall seek to represent the diversity of the people of Kenya in the

employment of staff.

ii. No public establishment shall have more than one third of its staff from the same ethnic

community.

4.1.3 The Employment Act, (CAP 226)

ll. Sections 5(2), & (3) provides as followsl

i. Section 5(2) states that an employer shall promote equal opportunity in employnenl and strive

to eliminate discrimination in any employment policy or practice.

ii. Section 5(3) states that no employer shall discriminate/harrss directly or indirectly. against an

employee or prospective employee:

a) on grounds of race, colour. sex, Ianguage, religion, political or other opinion, nationality,

ethnic or social origin. disability, pregnancy, mental status or HIV statusl

b) in respect of recruitment, training. promotion, terms & conditions of employment,

termination of employmenl or other matters arising out of the employment.

4.1.4 The Labour Relations Act, (CAP 233)

12. Section 5 (/,) states that no person shall discriminate against an employee or any person seeking

employment for exercising any right conferred in this Act.
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4.1.5 The Public Officcr Ethics Act, (CAP l85B)

13. This Act seeks to create an environment that nurtures respect for diversity. It requtres a public

officer to discharge his or her duties in a professional manner and to treat the public and fellow public

officers with courtesy and respect.

4.1.6 Public Service (Values & Principles) Act, (CAP l85A)

14. This Act gives effect to Article 232 of the Constitution. According to section l0 (l) of the Act. thc

public service, a public institution or an authorized officer shall ensure that public officers are appointed

and promoted on basis of fair conrpetition and nrerit.

4.1.7 The National Gender and Equality Act, (CAP 7K)

15. This Act established the National Gender and Equality Comnrission wlrose functions include, iuter

alia, promoting equality and freedom from discrir.nination and mainstrearning issues of gender, persons

with disabilities and other marginalizctl groups in national development including devclopment of

affi nrralive aclion policies.

4.1.8 Public Servicc Recruitment and Training Policy. (2005)

15. This policy provides an overarching framework on recnritment. training. promotion and pcrlbrmance

managen'lent in the public sector.

5.0 Comparative Anal,r-sis

17. This conrparative analysis features Kc-nya alongside Australia. Tanzania and Namibia

demonstrating how each country approaches enrploynent diversity u,ithin public institutions.

particularly targeting the disadvantaged groups such as rnarginalizetl conrnrunities, wonlen. youlh

and Persons with Disabilities ( PWDs).

-Australian Human

Rights Cornmission

Act. 1986 ensures

protection against

discrimination.

-Workplace Gender

Equality Act, 201 2

-Conslitution of

the Uuited

Republic of

Tanzania ( 1977.

anrended)

-Persons rvitlr

Disabilities Act

-Constitution of

Nanribia ( 1990) -
Articles l0 & 2l

prohibit

discrimination

and promote

alfirmative action

Legal

Framework

-Constitution of

Kenya, 2010

Articlcs 27,5.1. -s5

& 56.

-Public Sen,ice

(Values and
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Principles) Act.

2015.

-National Cohesion

and lntegration Act,

2008.

mandates gender

equity in

employrncnt.

-Disability

Discrimination Act,

1992 requires

reasonable

accomnrodalion for

PWDs.

( 2010 )

-Employnent and

Labour Relations

Act (2004)

-Affimrative

Action

(Enrployncnt)

Act (1998)

-Labour Act

(2007)

Policies and

Regulations

-Affirmative action

policies enforced by

the Public Service

Commission (PSC).

-Gender

Mainstreanring

Policies.

-Commonwealth

Diversity and

lnclusion Strategy.

202t-2025.

-Australian Public

Service (APS)

Employment

Principles mandating

inclusivity.

-National

Employment

Policy

-National

Disability

Mainstreaming

Strategy

- National Gender

Policy

-National

Enrployment and

Labour Policy

-National Policy

on Disability

-Gender Sectoral

Plan and

Affirmative

Actiorr nreasures

lmplementation

Mechanisms

- Enforcement ofthe

two-thirds gender

rule and 5%

disability

employrent

threshold

- T'argeted

intemshrp and

nrentorship

programs for youth

- Diversity quotas

- Mandatory gender

equality reporting lor

enrployers

- APS wide targets

for PWDs and

rninority hiring

-lndigenous

Employment

Programs and

Graduate Schemes

-Use of

perfomrance

contracts in

public service

-Mainstreaming

gender and

disability in HR

manuals

-Community

sensitization and

awarencss

campaigns

-Affirmative

Action

conrpliance

certificates for

institutions

-Gender and

disability focal

persons in

ministries

-Public-private

sector

collaboration for
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inclusive

recruitn]ent

applied in

recruitment by PSC

-Employment

Equity

Commission

(EEC)

- Office of the

Prime Minister -
Public Service

Commission

-National

Disability

Council of

Namibia

-National Cohesion

and lntegration

Commission

(NCIC).

-National Gender

and Equality

Commission

(NGEC).

-National Council

for Persons with

Disabilities

(NCPWD).

Public Service

Commission (PSC).

-Australian Human

Rights Commission

(AHRC).

-Workplace Gender

Equality Agency

(wGEA).

-Australian Public

Service Commission

(APSC) - Diversity

and lnclusion Unit.

-President's

Office - Public

Service

Management and

Good

Govemance

-Commission for

Human fughts

and Good

Govemance

(CHRAGG)

-National Council

for People with

Disabilities

Relevant

Agencies

.CHRAGG

reports on

equality and

rights violations

-Sectoral

performance

reports

-Annual public

service workforce

reviews

-Annual

Affirmative

Action Reports by

the EEC

-Labour force

surveys and

compliance audits

-Reports to

Parliament on

employmcnt

cquity

Monitoring and

Evaluation

-Regular

Parliamentary

oversight.

-PSC and NGEC

conduct annual

monitoring and

reporting on

diversity targets and

implementation.

-Annual APS

Diversity Census

conducled by the

APSC.

-AHRC Annual

Reports to

Parliament on

discrimination and

diversity matters.

-WGEA Annual

Cender Equality

Scorecard.

ln

-Significant

improvenrent

-Ircreased

participation of

- Notable progress

in integrating

Notablc

Achievements

ln-lncrease

women's
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marginalized

groups into public

-Regular

compliance

reporting from

public institutions

-Structured

affimrative action

improving

representation

sen,lce

representatlon ln

public offices due to

Constitutional

affirmative actions.

-Enhanced visibility

and employment

access for

marginalized

communities.

gender equality with

systcmatic

monitoring.

-High level of

transparency and

accountability

through mandatory

diversity reporting.

women in the

civil service

- SLeady inclusion

of PWDs through

legal mandates

-Growing

investrnent in

youth

enrployment

schemes

Ongoing

challenges

-Persistent

ethnic/regioDal

disparities despite

affirmative action

policies.

-Limited

enforcemenl and

monitoring capacity

affecting

compliance.

-Stigma and

accessibility

challenges limiting

full inclusion of

PWDs.

-Underrepresentation

of Indigenous

Australians in senior

public sector roles

despitc existing

initiatives.

-Slow progress on

disability

enrploynlent targets.

-Challenges in fully

integrating culturally

diverse populations

irrto senior public

positions.

-Inconsistent

enfbrcemenl of

policies

-Limited

employnent

access for youth

in rural areas

-Persistent stigma

against PWDs

-Slow

advancement of

women into

senior roles

-Enforcement

gaps in private-

public

implementation

-Need for stronger

disaggregaled

data systems

Lessons Drawn from Australia, Tanzania and Namibia

18. Kenya should track and publish dir,ersity- data more consistently. lollowing Australia's lead to

clearly nreasure progress and identify areas needing attention.
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19. We should tie diversity targets to performance evaluations as done in Tanzania, to ensure public

institutions are accountable for inclusive hiring.

20. We should strenglhen and empower oversight institutions taking inspiration from Namibia, to

ensure diversity policies are enforced across all sectors.

2l . Kenya should invest in changing public attitudes toward inclusion, by promoting awareness and

leadership-driven advocacy, as seen across all three countries,

l. I,AKE VICTORI,A. SOUTH WATER WoRKS DEVELOPMENT AGE,NCY
22. The lake Victoria South Water Works Development Agency (LVSWWDA) is one of the nine

Water Works Development Agencies established under the Ministry of Water. Sanitation and

Irrigation through the water Act 2016. The Agency was established on 3'd May, 2019 vide Legal

Notice No.28 as a State Corporation. It covers eight (8) counties which include:- Bomet,

Homabay, Kericho, Kisii, Kisumu, Migori, Nyamira and Siaya Counties.

23. The Chief Executive Officer (CEO) Ms. Jackline Kemunto, appeared before the Committee on

Friday, 22"d November 2024 and made the following submissions:

24. Currently, the Agency has an in-post ofeighty-eight (88) emptoyees. Only ten ( l0) out ofthe forty-

six (46) ethnic groups have been employed in LVSWWDA contrary to the provisions of Article

232 ( I ) (h) and (i) of the Constitution. Majority of the staff are from one ( I ) community namely,

Luo at 60.220/o. In Senior Management, only four (4) out ten ( I 0) ethnic communities are

represented.
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ETHNIC REPRESENTATION

a No. of Employees t % Per Ethnic Comrnunity

LUO

*
8

TAI.
I3I;

Krs

l!
bl

TO

25. The Agency has a youth representation ofonly 604 comprising of staffaged between 2l-29 years,

showing it has not fairly accorded employment opportunities to the youth in line with Article 55

(c) of the Constitution.

AGE REPRESENTATION

a No, of Employees t Percentage %

:.i i;

I(AI.ENJIN II LUHYA KIKUYU StJgA XAMEA KUNIA MAASAI TESO

xlt

*
aq

30
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2(r. LVSWWDA has sixty-tu'o (61) malc staff nrenrbers and tucnty-six (2(r) lemale stal'l'nrerlbc.rs

translating to 70ot and 300,'6 rc'spectivr--lv. achieving the requirctl t\\'o thirds gcndcr rulc.

GENDER REPRESENTATION

r MAIE

r Female

27

l8

i.

ii.

iii.

Thc Age-ncy has cnrploved only lbur (-1) staff mc'mbers \\'ho are P!'rsons u'ith Disabilitics (PWDs)

translating to.l.5')o \\hich slightly falls short olthe requircments stipulated in Article 5.1(l) ofthe

( onstilution.

ln the last threc (l) rccruitlncllt cyclcs. LVSWWDA hired a total ol flt'lcen (15) cnrployccs rvith

thc Luo conrlrunity nraking up thc majority ofnine (9 ) mcmbcrs. rcprescnling 609,, oflhe recrLrits.

Out of th!' fiftccn ( l-s )ernployccs, eleren (l I ) sere nrale and four (.1)ucrc fenralc'. lnd nonc \\erc

PW Ds.

Challcnges faced in promoting diversitl
'I 

hc (iovcrnnrcnt's initial stalllnu policv restncted recruitnrr"'nt rrainly to thc tlorrinant local cthnic

comnrunity. linriting clivcrsity n,ithin the Agctrcy.

Responsr- by mcrnbt:rs ol' othL'r conlmunities other than tl.lc donlnant onc in thc rcgiorr on

advertiscd posls has bccn vcry low and none-cor.npctitivs thus making it difficult ftrr thc divcrsity

on L'thn ic oricntat ion.

R!'cruitnrcnt of statThas also been suspended/slowcd down by thc Covcrnnrcnt in ordcr to nranagc

thc rec urreut budgct.

Female
30%

Male
70v
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lv

ll.

nt_

1V.

ll.

iii.

iv.

vi.

vii.

viii.

ix.

Staffrecruited at inception going forward were mostly young people and for about l5 years, the

Agency did not have staff retiring from service hence there was no opportunity for new

recrultment

Persons fiom distant communities rarely apply for advertised vacancies within the Agency.

Mitigation measures to curb the chrllenges

Encouraging other communities to apply for advertised posts by putting a rider that ' applicants

from the minority groups are encouraged to apply.'

Filling future vacancies with persons from non-dominant communities.

The Agency has been competitively employing its staffby considering qualified candidates from

non-dominant communities thus reducing the percentage of the dominant community.

Replacement of retiring staff with preference given to candidates from non-dominant

communities. The Agency will reduce the percentage of the dominant community from 60.22%oto

about 5070 in the next five (5) years.

LVSWWDA has an approved staff establishment of one hundred and fifty+hree ( 153) employees,

currently, it has a staff establishment of eighty-eight (88) employees leaving a variance ofsixly-

five (65). This provides an avenue to address the ethnic diversity requirement once the moratorium

on recruitment is lifted.

Measures put in place to enhance work environment for PWDs

LVSWWDA has constructed permanent ramps within the institution to ease movements for PWDs

to access services of the Agency.

It has procured wheelchairs and crutches to support movement of PWDs.

The Agency has a Service Charler in braille both in English and Kiswahili.

PWD washrooms are available for their use.

Swing doors and handrails have been installed in washroom facilities for easier access by PWDs.

Sigrages have been put in place to direct PWDs to access ramps.

The Agency has facilitated training of two (2) staffon Kenya sign language.

Staffhave been sensitized on disability mainstreaming.

LVSWWDA's website has been upgraded to conform to Web Content Accessibility Guidelines

(WCHG) on accessibility for PWDs.
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x When placing advertisement on daily newspapers, the Agency includes a rider that. "Women,

minority group and PWDs are encouraged to apply."

2. RIVATEX EAST AFRICA LIMITED

29. Rivatex East Africa Limited is reputed as the home of quality textile products both locally and

globally. It is fully owned by Moi University and was incorporated on 16'h August with the

objective ofutilizing the facility for training, research, extension and commercial purposes.

30. The Chief Executive Oflicer (CEO) Prof. Thomas Kipkurgat EBS, appeared before the Committee

on Friday, 22nd November, 2024 and provided evidence as per the following submissions:

31. Currently, Rivatex has an in-post of seven hundred and seventy-one (771) employees. Only

nineteen ( l9) out ofthe forty-six (46) ethnic groups have been employed in the Institution, contrary

to the provisions of Article 232 ( I ) (h) and (i) of the Constitution. Majority of the staff are from

one ( I ) community namely, Kalenjin at 40.9yo. At Senior Management, only seven (7) out of the

nineteen ( 19) ethnic communities in the Company are represented.

ETHNIC REPRESENTAT!ON

t No. of Employees a Percentage %
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32. In analysis ofthe age composition, majority ofthe stafffall between the age bracket of30-39 years

with thee hundred and eighteen (318) employees translating to 4'l .27o.
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AGE REPRESENTATION

t \o oi a-p oyees t Pe.cenlage'.

l0 l'r t0 .19BEtC\\ t,.-l !0 5!r

-11. R ivate\ lras l'crur huntlre.cl antl lbr1v-sc.r,en (-1-17 ) nrale stalf n.rcmbcrs und thrcc' lt undred antl tu cnt.v"-

lbur (32.1) li'malt'stafFnrcrrbcrs translating to 580ir and .11",0 rcsPcctively. aclriering thc'rcquired

l\\'o thirds gr--nder t1rlc.

GENDER REPRESENTATION

I MAIC

I Female

3.1. I-he lnstitrrtion hls c.rnploycd orrly tu'cnt1,-scven (27) stalT nrc'rnbcrs *ho are Pcrsorts uitlt

Disabilitics (PWDs) translating to 1.5'rl $ hich f'alls short of the rccluircmcnts stipulllc'd itl Articl!-

5-1(l ) of thc ( onstitution.

Female
42%

Male
5A%
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35.

36.

i.

ii.

iii.

iv.

i.

ii.

iii.

iv.

ln the ratio between the National population and employment proportion, the Kalenjin community

is over-represented with a positive variance of 2'7 .35Vo.

Promotions done in Rivatex in the past five (5) years, the Luhya and Luo communities have

dominated at 22o/o and I 27o respectively out of the sixty (60) employees that got promoted.

Challenges faced in promoting diversity

The nature oftextile production requires physically fit workers, rnaking it tough to accommodate

PWDs.

Despite advertising efforts, there are very few job applications from marginalized communities

and PWDs. In some instances. some applicants don't attach ID cards making it hard to confirm

their regional or ethnic diversity while others do not indicate their PWD status.

Some of the marginalized comnrunities experience obstacles such as access to information,

infrastructure, cultural and economic challenges preventing them from attendingjob inlerviews.

Since the Company has been undergoing modemization, it has been facing a challenge in offering

competitive remuneration package, which has been an impediment to potential employees who

may nol be willing to relocate or leave their families and eam meagre salaries that may not be able

to sustain them.

Measures put in place to enhance work environment for PWDs

Rivatex has been providing access ramps in all operational areas. trained volunteers as sign

language interpreters to facilitate communication, ensuring people with mobility impairments are

placed in work stations easily accessible. Providing accessible parking spots, having accessible

washrooms and established a Disability Committee.

Rivatex has developed and disaggregated data of PWDS by age, gender and forms of disability,

ensure physical improvements of public facilities for accessibility, accessibility of information,

capacity building and carried out an accessibility audit for PWDs.

It has been sending a copy of job adverlisements to NCPWD to infomr them of the available

vacancies. It also publicizes the vacancies in a medium accessible to PWDs and use of public

communication channels such as the locaI dailies, radio, company website etc.,

Rivatex ensures accommodative interview processes for the PWDs and upon successful

recruitment, it provides an induction programme tailored to fully suit PWDs.

It provides work-related devices or equipment that allow employees with disabilities participate

fully in the workplace.

t7



3. MOI TEACHING Ai\{D REFERRAL HOSPITAL

37. Moi Teaching Referral Hospital (MTRH) is a Multi-Specialty lntemational teaching and referral

hospitaI serving Kenya, parts ofEastem Uganda, South Sudan, Northem Tanzania and Democratic

Republic of Congo with a population of twenty-five (25) mitlion. It started in l9l7 with a bed

capacity ofsixty (60) catering mainly for the health needs of Africans and later served as a District

Hospital before attaining referral status through Legal Notice No. 78 of l2th June, 1998 under the

State Corporations Act, CAP 446: updated/amended through Legal Notice No. 56 of l8'h April,

2002 and Legal Notice No. 40 of I 't March, 2021 .

38. The Chief Executive Officer, Dr. Philip Kirwa, appeared before the National Cohesion and Equal

Opponunity Committee on Friday, 22nd November 2024 and made the following submissions:

39. Cunently, MTRH has an in-post ofthree thousand, five hundred and thirty-five (3,535) employees.

Only twenty-one (21) out of forty-six (46) ethnic groups have been emplrryed in MTRH contrary

to the provisions of Article 232 ( I ) (h) and (i) of the Constitution. Majority of the staff are from

one (l) community namely, Kalenjin at 66.620/o. At Senior Management Level, only twelve ( l2)

out of the twenty-one (21) ethnic groups in the Hospital are represented.

ETHNIC REPRESENTATION

I No. of Empioyees ! Perc€ntage %
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40. ln analysis ofthe age composition, majority ofthe stafffall between the age bracket of4l -50 years

with one thousand eight hundred and twenty-four ( I ,824) employees translating to 5 I .67o.

AGE REPRESENTATION

! No. of Employees r Percentage %

I
$
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21-30 31.40 41- 50 61- 70

41. MTRH has one thousand, three hundred and seventy-nine (1,379) male staff members and two

thousand, one hundred and frfty-six (2, 156) female staff members translating lo 39o/o and 610/o

respectively, achieving the two thirds gender rule.
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Male
39%

Female
67%

GENDER REPRESENTATION

I Male

r temale

42

43

41

i.

ii.

ii i.

i.

ii.

The Hospital has ernployc'd one hundred and sixteen ( I 16) staff nrenrbers who are Pcrsons with

Disabilities (PWDs) translating to J.289/o rvhich falls short of the requirements stipulated in Article

54( 2 ) of thc Constitution.

ln the ratio between the National population ancl employnrent proportion. the Kalenjin conrmunity

is over-represented with a positive variance of 53.25%.

Prornotions done in MTRH in the last fir,e (5)years. the Kalenjin comnrunity dorninate at 59.049';

out of the eighty-threc (83 ) enrployees pronroted.

Challenges facc'd in pronroting diversit),

MTRH lorv cadre jobs fornred a bulk of the stafling population due to low salary a1 the formative

stage. As a result. most of the applicants during this tinre were fi'orl the local cornnrunity.

Most ofthe lower cadre advcftisemcnts did not attract applications from diverse backgrounds due

to lorv salary and devolution.

Some prospective ernployees lionr nrarginalized areas did not take up appointme ts and when tliey

accepted. they only stayed for a short stint before they resign their positions.

Mitigation nleasures to curb the challenges

It no longer engages casuals.

There is a security oftenure i.e.. enrployces upon successful service'on six (6) months probationary

period are confirmed in appointnrent.
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ll1.

ll.

lll.

iv.

vi.

vii.

Job vacancies are advertised widely whenever they arise through MyGov, Hospital's website and

media platforms.

Measures put in place to enhance work environment for PWDS

A Committee on Disability Mainstreaming has been appointed and put in place.

MTRH has procured six (6) motorized wheelchairs to PWDs to ease movement within and outside

workplace.

Procured guided walking stick for one blind staff member.

Procured hearing aids for seven (7) members with hearing impairment.

Reserved parking space for PWDs.

Provided signages for PWDs on the use of ramps.

The Hospital has a total of thirty (30) staff members trained on Sign Language to assist both staff

and patients who are PWDs.

Corporate Service Delivery Charter in braille.

Implementation of the Personal Guide to Public Officers Living with Disability Circular Ref.

SRC/TS/DRRPS13126 YOL. V (88) and SRC/TSNCPWDi3/18(80) payable as part of

remuneration to the PWDs.

Accelerated promolion for a staff member under PWD.

User friendly toilets for PWDs.

Facilitation of per diem allowance and transport for PWD staff members going for assessment,

certificates renewal and tax exemption certificates.

Training opportunities.

PWDs support in medication after medical cover exhaustion.

4. LAKE VICTORIA NORTH WATER WORKS DEVELOPMENT AGENCY

45. Lake Victoria North Water Works Development Agency (LVWWDA) is one of the nine Water

Works Development Agencies established under the Water Act 2016, Legal Notice No. 28 of 26th

April, 2019 amended with variations and modifications made through Legal Notice No. 5 of 4th

February, 2020, as part of the reforms which sought to improve govemance and service provision

in the Water Sector.

vlll.

ix.

x.

xi.

xii.

xlll.

xiv.
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46. The Chief Executive Officer, Mr. Joel Wamalwa, appeared before the Committee on Friday,22nd

November 2024 and made the following submissions:

47. Currently, LVI{WWDA has an in-post of sixty-four (64) employees. Only seven (7) out of forty-

six (46) ethnic groups have been employed in the Agency confary to the provisions of Article 232

( I ) (h) and (i) of the Constitution. Majority of the staffare from one ( I ) community namely, Luhya

at 59.4o/o.

ETHNIC REPRESENTAT!ON

! No. of Employees I PercentaSe %
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48. In analysis ofthe age composition, majority ofthe staff fall between the age bracket of 3649 years

with thirty (30) employees translating to 46.9%.
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AGE REPRESENTATION

a No. of Employee! I PercentaBe 9,6

)6 49

.19. LVNWWDA has tbrly-sir (.1(r) nralc slaff nrembe'rs and eighte,-'n (18) fcmale stit ff tletnbers

translating to 729i, and 28'li, rc-spcctivcly, not achicving the rcquiretl two thirds -qcr)d!'r rule.

GENDER REPRESENTAT!ON

I Male

r Female

Female
2Av

Male
72%
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50.

51.

i.

ii.

i ii.

lv

l.

ii.

i ii.

iv.

The Agency has employed only one PWD translating to 1.56%o which falls short of the

requirements stipulated in Article 54(2) of the Constitution.

Promotions done in LVNWWDA in the last five (5) years. the Luhya community dominated at

66.7% out ofthe nine (9) employees promoted.

Challenges faced in promoting diversity

Inadequate/completely no applications by women on certain positions advertised by the Agency

i.e., the position of CEO has to be readvertised due to unavailability ofa female applicant.

Inadequate/completely no applications by PWDs on certain positions advertised.

Inadequate skills and competencies by women and PWDs for technical positions that is the core

mandate of LVNWWDA.

Cultural beliefs and practices hence inadequate/no applications from the minority groups and

people fiom diverse cultures.

Low salaries as a result if low recurrent allocation hence inability to get diverse applicants.

Mitigation me&sures to curb the challenges

Affrrmative action on gender inclusivity during recruitment process.

Emphasis on inclusivity and equal opportunity during advertisement and recruitrnent process.

Uploading all advertisements to the NCPWD portal for ease of access.

Increased recurrent allocation.

Measures put in place to enhance work environment for PWDs

Development of Disability Mainstreaming Policy.

AppointmenVestablishment of Disability Mainstreaming Committee.

Training of Committee on Disability Mainstreaming.

Uploading ofjob adverts in NCPWD portal.

Ensuring website conformity and accessibility.

Trairring staff on sign language.

Development of Service Charter in braille.

Provision of wheel chair.

Provision of a ramp.

Provision of accessible parking.

Undertaking Accessibility and Usability Audit to enhance compliance and safe work environment.

Development of sewice Charter in large print.

L

ii.

iii.

iv.

vi.

vii.

viii.

ix.

x.

xi.

xii.
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xlll.

xiv.

xv.

Development of Service Charter in Audio.

Provision of intemship and attachment opportunities to PWDs.

Corporate Social Responsibility to PWD Association e.9., Kakamega Amputee Football

Association.

5. KENYAINDUST RIAL ESTATES

52. Kenya Industrial Estates (KIE) is a Govemment owned Development Finance Institution (DFI)

within the Ministry of Cooperatives and Micro, Small and Medium Enterprises Development with

the mandate to promote industrialization in Kenya through development and growth of Small and

Medium Enterprises (SMEs).

53. The Acting Chief Executive Officer (CEO), CPA Charles Mativo, appeared before the Committee

on Thursday, l7'h September 2024 and made the following submissions:

54. Currently, KIE has an in-post of two hun&ed and six (206) employees. Only sixteen (16) out of

the forty-six (46) ethnic groups have been employed in KIE contrary to the provisions of Article

232 ( I ) (h) and (i) of the Constitution. Majority of the staff are from one ( I ) community namely,

the Kalenjin at 20.4o/o. At Senior Management Level, only seven (7) out of the sixteen ( l6) ethnic

groups are represented.

ETHNIC REPRESENTATION

a No. of Employeei I Percentage %
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55. ln analysis of the age composition, majority of the stafffall between the age bracket 35-39 years

with fifty+hree (53) employees translating to 26%.

AGE REPRESENTATION

I No, of Employees t Percentage %

50

l,
45-49

l,
30-34

lH
25 -29 3S,39
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40-44

f

54 55-60

56. KIE has one hundred and twelve (l 12) male staff members and ninety-four (94) female staff

members translating to 54% and 46%o respectively, achieving the required two thirds gender rule.
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Female
46vo Male

s4%

GENDER REPRESENTATION

I MAIE

a Female

lt

t.

ii.

iii.

iv.

vi.

57. KIE has crlploycd only tro (2) P\VDs translating to 0.97% stich falls shon of the rcquirenrents

stipulatcd in Articlc 54 (2) of thc Constitutron.

58. In thc ratio hct\\'cen thc National population and cnrployrnent proponion. thc Kalcnlirr corrrnrrnilv

is over-rcprescntcd rvith a positive variancc of 7.03'l o.

59. Pronrotions clone in KIE in the hst five 15; ycars. lhc Luo corrlrnunity donrinated at 259o out of thc'

trvenly- lbur cnrl.rloyces pronrotcd.

Challcnges faccd to promote diversitl'

Buri-tc-ta ry const ra i nt s.

Enrployrnent frcczc.

l\litigalion nrcasures to curb thc challenges

Lobbying for nrore'resourccs to cxpantl opr'rations across thc country.

Rr'r'ierring lrunran rcsourcc instnrnrents to allou for rec ruitnr en t/rep laccnrc rrt ol'sta11.

Ntcasures pul in placc lo enhancr: rvork environnrt'nt for PWDs

Acccssihility arrrl ruohility.

Corrpe'nsation xnd taration.

Duty und rcsporrsihr lity lllocatiorr.

Rctircmcnt

Polic rcs agairrst d iscrinr irurtion.

Scnsitization ol'st:r ff on PWDs.
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vlt.

viii.

ix.

Disability Mainstreaming champion

Records on disability.

Recruitment.

6. KENYAM ICAL SUPPLIES AUTH ORITY

60. Kenya Medical Supplies Authority (KEMSA) is a State Corporation under the Ministry of Health,

established through the KEMSA Act No. of 2013.

61. The Acting Chief Executive Officer (CEO) Dr. Andrew Mulwa, appeared before the Committee

on Thursday, l8'h April 2024 and made the following submissions:

62. Currently, KEMSA has an in-post of five hundred and sixty-two (562) employees. Only sixteen

( l6) out ofthe forty-six (46) ethnic groups have been employed in the Authority contrary to the

provisions of Article 232 (l) (h) and (i) of the Constitution. Majority of the staff are from one (l)

community namely, Kikuyu at 22.42oh. At Senior Management Level, only nine (9) out of the

sixteen ( l6) ethnic groups are represented.

ETHNIC REPRESENTATION

t No. of Employees r Percentage %

41'?

^"'

63. In analysis of the age composition, majority of the staff fall within the age bracket of 3l -40 years

with two hundred and forty (240) employees translating to 42.7%.

28

8

i(
<*Yi:"*:13

*::13::6i{{ils:ttl;ll:;:::;:
*"nc{.,....s..-l.."l""f,.".."*-J *+

""*$ 
".t.."".-



AGE REPRESENTATION

I No of Emplcyees r PercentaSe l/o

41 50

IT
21 t0 31 40 51.60 51 65

64. KEMSA has three hundrcd and t'orty-ninc (3.19) nralc- slatTmcrnbers and lrvo hundrr-d and tlrirtccn

121-j) l-enrale stalT enrployces translatirrg lo 629ir and 38(l'o rcspectivcl),, achieving the Nio thirtls

gctttler rulr'.

GENDER REPRESENTATION

t Male

r Female

Female
3A%

Male
62v
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t.

ii.

iii.

65. The Authority has employed only twelve (12) PWDs translating to 2.1% which falls short of the

requirements stipulated in Article 54 (2) of the Constitution.

66. In the ratio between Nationat population and employment proportion, the Sabaot community is

over-represented with a positive variance of 4.3lYo.

67. Promotions done in KEMSA in the last five (5) years, the Luo community dominated at 23.3% out

of the two hundred and sixty+wo (262) employees promoted.

68. KEMSA faces rhe challenge of Iimited establishment which impedes its ability to recruit additional

personnel to meet diversity requiremenls fully. The Authority plans on mitigating this challenge

by actively engaging in enhancing the efficiency of its Human Resource Instruments.

Measures put in place to enhance work environment for PWDs

It has prioritized accessibility for PWDs by implementing ramps. lifts and essential utilities.

KEMSA's subsequent recruitments will prioritize PWDs.

The Authority's warehousing operations are undergoing modemization and mechanization, which

will facilitate the employment of more individuals with disabilities in warehouse settings.

7. KENYA MEDICAL TRAINING COLLEGE

69. The Kenya Medical Training College (KMTC) is a State Corporation established under Section 3

of the KMTC Act (Cap 261) of the Laws of Kenya and falls under the Ministry of Health.

70. The Chief Executive Officer (CEO), Dr. Kelly Oluoch appeared before the Commitlee on Friday,

I'r March 2024 and made the following submissions:

7l. Currently. KMTC has an in-post of two thousand and seventy-five (2.075) employees. Thirty (30)

out of forty-six (46) ethnic communities which is contrary to the provisions of Article 232 ( I ) (h)

and (i) of the Constitution. Majority of the staff are from one ( I ) community namely. the Kalenjin

at 19.lYo. At Senior Management Level, only seven (7) out of the thirty (30) ethnic comrnunities

are represented.
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ETHNIC REPRESENTATION

t No. of Employees r Percenta8e %

72. In analysis of the age composition, majority of the staff fall within the age bracket of45-55 years

with seven hundred and forty-eight (748) employees translating to 36%.

AGE REPRESENTATION

t No. of Employees a Percentage %
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7-1. Kl\{TC has cnrplovctl onc tlrtrusand. onc hundrcd xnd t\\ crltv-si\ ( I . I 2(r) nral-' staff nrenrbr-rs and

nrne hundrctl and lbrty-ninc female' staff nrcrnbcrs translating to 5.19b and .1(l)o rcspectivel)',

achie\,ing thc t$,o thirds gcnclcr rrrle.

GENDER REPRESENTATION

r Male

r Female

74

75

16

i.

ii.

r ii.

i.

The C'ollegc has cnrploycd lbny-onc (41) PWDs lranslating to 2o.,o u'hich falls short of the

requirr'nrc-nts stipulated in Articlc 5.1 (2)of thc Constitution.

h) thL. ratio olNational population arrd employrnent proponion. the Kalc-niin conrnrunily is greatly

ovencprcsented with a posillve r,ariancc of 6.J",<,.

Pronrotions tlonc in thc last flve (5) years at KMI'C. the Krkuyu corrrrrunity dontinated at 19.6'fir

out of thc nine hundrcd and sirty (9(r0) cmplol,ces prornoled.

Challenges faccd in promoting divcrsitl

Lack of crrough tirntlitrg to recnrit fronr rnarginalized arcas follou'in-u thc tieczing ofcnll)loynrcnt

f r'<ur public servicc.

Lack of requisite' qualitications during rccruitrrent.

Lack ofstLrtlents r.r'ith hearing disLrbilitics $ho are interestcd in taking up thc cr'rtilicatc in nutrition

coLrrsc establishcd at thc N'lolo canrpus-

l\'litigation nleAsurcs to curb the chalk:nges

KMTC'has crcatcd.rn oftice tbr rcsourcc nrobilization to sourcL'for funding.

54%
46%



vl

ll.

ll !.

lv.

vll.

vlll.

n.

iii.

iv.

vi.

vii.

The College in a bid to mainstream PWDs liaises with NCPWD during advertisements of any job

openings.

It has established a Disability Mainstreaming Desk and Committee that ensures the welfare of

PWD.

In the year 201912020, KMTC conducted accessibility audit to establish areas that require

improvement and compliance to enable free movement of PWDs.

The Molo Campus offers certificate in nutrition for the deaf students.

Courses such as speech and language therapy have been introduced to assist students with such

challenges.

Policy on Gender Mainstreaming, Gender Based Violence and PWDs have been developed to

ensure faimess and inclusion in the College activities.

In the construction ofnew buildings in the College, features such as ramps are embedded as a key

requirement to facilitate the movement of PWDS.

Measures put in place to enhance the work environment for PWDs

It has trained four (4) staffon sign language and has sponsored three (3) additional stafffor training

in2024.

KMTC has institutionalized affirmative action programmes to ensure PWDS are mainstreamed.

PWDs are considered during trainings.

Provision of ramps, lifts, toilets and reserved parking for PWDS.

Service charter has been translated to braille and sign language.

Provision of friendly fumiture e.g., orthopedic chairs.

The College in liaison with the NCPWD advertises job openings to Fuzu.com to enhance access

by PWDs.
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6.0 GENERAL OBSERVATIONS
77. Arising from the submissions made, the Committee made the following observations: That

I ) All public institutions sampled in the report reveal significant ethnic imbalances by having

concentrated staff representation from a single ethnic community, with MTRH having the

highest representation of the Kalenjin communitv al 66.62Vo. This demonstrates lack of

inclusivity, potentially alienating minor:ity and marginalized communities.

2) None of the reviewed institutions have successfully complied with the Constitutional mandate

stipulating the requirement of at least 57o representation of Persons with Disabilities

(PWDs), with KIE having the lowest representation at 0.97%. This not only suggests a

compliance issue but also as an environment potentially perceived as unwelcoming to PWDs.

3) Some ofthe institutions reported extremely low representation ofthe youth indicating systemic

barriers preventing the young people from accessing employment opportunities in the public

sector. with KEMSA having the lowest youth representation at l.4Vo. This undermines

Article 55 of the Constitution which stipulates the commitment to youth inclusion and also

severely impacts succession planning.

4) Most instilutions meet the two-thirds gender rule except LVNWWDA with a representation

of women st 28o/o. Furthermore, women remain disproportionately concentrated in lower

cadre jobs reducing their influence and visibility in decision-making roles. This raises concerns

about gender parity and empowerment within these public institutions.

5) Institutions reported limited applications from marginalized communities yet there appears to

be insufficient affirmative actions to encourage $eater participation from these groups. This

highlights institutional inertia and entrenches systemic inequalities.

6) Data on promotions consistently showed a preference for dominating communities within

institutions. with LVNWWDA having the highest representation of the Luhya community at

66.7%. This limits career advancement opportunities for minority ethnic groups embedding

structural inequalities within public sectors.
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7.0 GENERAL RECOMMENDATIONS
78. The Committee made the following recommendations: That within six (6) months of the

adoption of this report: -

I ) Public institutions that fail to show improvement in recruitment compliance within a year of

appearing before the Committee should have their CEOs held accountable. Legal action should be

initiated in line with Articles 10. 27,56 and 232 of the Constitution, the Public Officer Ethics Act,

CAP. l85B and the Leadership and Integrity Act, CAP. I 85C.

2) The Public Service Commission (PSC) should prepare regular quarterly reports and annual audits

to assess how public institutions reflect ethnic diversity, and submit to the National Cohesion and

Equal Opportunity Committee for reviewing, tracking progress and ensuring that all Kenyan

communities are fairly represented and included in public sector.

3) The National Council for Persons with Disabilities (NCPWD) should conduct semi-annual audits

to evaluate the representation and inclusion of PWDs within public institutions, and present the

reports to the National Cohesion and Equal Opportunity Committee for oversight and guidance.

4) Public institutions need to work closely and proactively with NCPWD, developing effective

recruitment strategies and initiatives aimed at achieving full compliance and inclusion of PWDs

across public sectors.

5) The Public Service Commission (PSC) should establish clear, transparent and standardized criteria

for employee promotions to eliminate biases favouring dominant communities. This will create an

equitable promotion system where all employees regardless oftheir community background, have

equal and genuine opportunities for career advancement based solely on merit and qualifications.

2/
2q 9-o\5

SIGNATURE..... DATE

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

CHAIRPERSON, COMMITTEE ON NATIONAL COHESION AND EQUAL

NITY

'-* *Tl*ffiffi
DAY.

TABTED
BYr

1'
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DATE: 29 ApR ?[Zs
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IAKE VICTORIA SOUTH UUATER

STAFF BIODATA AS

UUORKS DEVELOPMENT AGENCY.
AT NOVEMBER 2024No. NAME

P/No.

SERVICE

TERMS OF cENDER DOB

DD/NININ

YYY

AGE DOF'A

DD/MMN
yYy

I Jackline

Kemunlo

DESIGNATION

CI

JOB
cROt P/
JOB
LEVEU
JOB
GRADE

DISAB

ILITY

(YEs/N

o)Contract

ETIINTC

ITY

Fenrale 06/t974 50 t2/t2/?023 ChiefExecutive Officer LVS i NO Kisjj

2. John Francis
Adongo

0072 Contracl Male 2/ 11/ 1974 50

-t

03/05/201.7

M rrram C. Siwa

enror Manager
tnance, Resource

Mobilisation and

s
F

Investme nt
0078

LVS 2

Contract

NO

Female

Luhya

02/ lat968 55 03 /06/20194 Paul O. Agwanda SeniorManager

trategyResearch andS
0032 LVS 2Contract NOMale Luot4/ tat978 45 0 t /02/20085 Daniel Owino Senio r Malager Water

Works Servi ces
0102 LVS 2Contract NOMale Luo02/04 /1976 48 t0/05/20216. Dani el Oronje Senior Maaager

Corporate Serv lces
0045 LVS 2 NOPermanent LuoMale 4/12/t974 49 3/s/2010 Maaager San itation

Works and Servtc€s
LVS 3 NO

7

Luo
Pamphil M
Oundo

0i03 Permanent Male 0/05/1988 Jb

8

May 2021

Grace Abulo 0t 04
Services

Co oratirpo n ecs retary
dan e aManag IContract

LVS 3

Female

NO

0l /10/1973

Luhya

50 06/05/2021 Manager Internal Audil LVS 3 NO

9

Luo

David Koske 0l0l Contract Male 25/t0/1965 59 9/04/2021 anager Human
Resource and
Adminisrario

M

n

LVS 3 NO Ka Ienj in



21. Pascal
Okoth

0125
Male 19tul1987 37 17taD3 hincipal Surveyor LVS 4 NO Luo22. Duncan MUF 0l4r Permanent Male 0u0U1979 45 22/07Dm4

Communications

Officer

Principal Corporate

23.

LVS 4 NO

SimbaJosephat

Samusi

Luo

0143 PermaneDt Male 28toul989 35 2U07n024 Principal Enginsc.2L LVS 4 NOCeoftey Sane Kisii0144 Permanem Male 2st|ut982 4l 22to7n024 hincipal Resource
Mobiliation Officcr

2s- LVs 4 NOVincent
Kipng'ero

Kalenjin005t Permanent Malc luo1n984 39 16t08D010
26.

Senior Engineer
Phelix O. Okute LVs 5

@52 NO KalenjinPermanent Mde 0ltwlgEO 44 t6/08aoto27. Senior Engn@I LVs 5Wilfred K. Obae NO0f.2s LuoPennanent Male gztw1972 52 0u0?nw828. Senior Suplies Chain
Officer

Felix O. Ouma Lvs 5 NO006E t(lstlMale 29tovt98o 44 02JUno l4 Senior ICT Officec Lvs 529. NORobert
Ronoh

Luow79 Pennanent Male ag/ou19s1 43 t6/04n019 Senior E goce. LVS 530. NOFranciscar

Ondhorye
Kalenjin0020 Perrnanent Female l3/a5/1974 50 0U0?noo7 Seoior Huma

Resource Ofticer
LVs s NO Luo3I. A.Matueen

Odiwuor
M74 Permanent Female 03/01tt986 39 l5/0snuT

Communication35s
Officcr

Senior Corporarc Lvs 5 NO Luo
32. Samwel C.

Maroa
007s Pemanent Ivdale 26 lo6n986 38 4t05D018 Senior Engineer LVS 5 NO Kuria



NO.
NCPW
Dltt22
36

6. Caroline
Migaliza

ot26 Permanent Female 30/06/1990 34 l7Mt23 Lcgal Officer LVS 6 NO Luhya

47 Kimeli Maureen

Jepkogei

0l2t Permanent Female rsloat993 3l $lun3 Hydrogeologist LVS 6 NO Kalenjin

4E. NellyKipui
Chesang

ol2? Permanent Female 07tmlt994 30 OlMD3 Rescarch aod
Innovation Officer

LVS 6 NO Kalenjin

19. Mike Asuo 0136 Pemanent Malc 090tr1990 34 alrcDozl Rccords Management
OfEcer

LVS 6 NO Luo

50. Joel Omino 0t 40 Permanent Male 17trut982 4I 2z07n024 W&t€r Quelity Officer LVS 6 NO Luo

51. Hosea K. Biwott 0013 Permaned Male ls/06/196s 59 0trc7n001 Senior Assistant
Plmning and Design
draufitsmao

LVS 7 NO Kalenjin

52. Crtoftsy O.

Waindi
Co22 Pefmanent Male 2710511973 5l 0Uo7tz00, Scoior Assistaflt

Reoor& Management
Officer

LVS 7 NO Luo

53. 0006 Permanent Female 27/L0il966 57 ula7D00T Scnior Assistant Offica
Administraor

LVS 7 NO LuoMonica A.
Ng'iendo

54. Tobiss Airo
Oyugi

000? Permanent Male 0t/01/t970 54 olmDOOT Senior Accounts

Assistant

LVS 7 NO Luo

Senior Assistant Officc
Administralor

LVS 7 NO Luo53. Diana A. Otieno 0005 Perrranent Fsmale 0510211978 45 orloTDcoT



LuhyaLVS 8 NO46 oarcn023 Assistatrt offee
Administrator

0133 Perman*rt Fernale 3,/1?,797768. Faith Samo

NO LuhyaAssistarf Office
Administrstor

LVS 8Permanert Female tutz 988 35 021rcr202369 Everlyn kanogwa o1t2

LVS 9 NO Luhyaurn711985 38 0v07n0tt Saior DriverPermanent Male70. Austine W.

Busunr

0066

LVS 9 NO Teso30 t7t09a02l Senior DriverPermal|ent Male c/,togt199371. Duncan

Onyagura

ol29

LVS IO NO Luo03n/20ll DriverPeImanent Male o7loll1977 47Tt. Maurice O.

Adiang

0058

LuoLVS l0 NOMt05lt979 45 0vo7not3 Driver73. Wyclifh O.

Omeme

0065 Permanent Male

LVS 10 NO Maasai30 10/06/2019 DriverPermanent Male 05/11/r99374. Sarinkon Pemba 0080

NO LuoLVS l037 tTt06,D0lg DriverPermanent Male 28/08/198615. Reagan Odiwuor 0082

NO KikuyuDrivcr LVS 10Male 7 t011t958 56 wtoDo2S0135 Permanerlt76. Robert Kimathi

LVS l0 NO Luo54 o2tr0nn23 DriverPermanent Male 27t07fi96911 Berson
Odhiambo

0t 34

NO LuoLVS l028 02Jr0D023 Driver0130 Permanent Male 20t1v199578. Felix Odhiambo

Mbaka
KaleqiinLVS 11 NO45 01/10120t0 Senior Office AssistantPeimatred Male 01tov197979. Kipng'eno D.

Kigeo
0055

NO KikrryuOfficc Assistant LVS 12Male 05/ozr968 56 0Uvil2nutPermanentt0. pius W. M,mgai 0015

LuoOffice Assistant LVS 12 NOFemale ouoa'963 56 oilwnnct0021 P€rmanert81 Lcah A. Otege



NO. NAME P/NO.

SERVICE

TERMS OF GENDER DOB

DD/NIWY

YYY

AGE DOFA

DD4}TM|YY

YY

DESIGNATION

GRADE

JOB
CROUP/
JOB
LEVEI./
JOB

DISABILI

TY

(YES/NO)

ETIINIC

lTy

(LVWATSAN

)
E8. Francis Yator

Kamuren
ot46 Two years

Contract
(LVWATSAN

)

Male 5ltut989 34 2A07D024 upply Chain
Management Ofticer

Senior S Contract NO Kalenjin
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FFI
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Lake Victoria South Water Workr
employeer, rix (6) of which are on
(7) on 2-year contract and seventy

The current ethnlc reprerenta on is aj

Development Agenry har a total of elthty_eight (g8)five-yearcontract, one (l) on three-year I;d.';*;
-four (74) are permanent and penslonable.

shown below: -

s.NO. ETHNIC COMMUNITY

NUMBER

TOTAL % PER ETHNIC

COMMUNITY
Luo

53 60.22o/o
2 Kalenjin l3 14.77o/o

3 Kirli
8 9.O9o/o

4 Luhya
7

7 .950/o
5 Klkuyu

2 2.27Vo
6 Suba

l.l3o/o
7 Kamba

1.130h

8 Kuria
1.13o/o

9 Maarai
1.13o/o

ro. Teso
1.13o/o

TOTAL
88 loo%

3

INXE VICTORIA SOUTH WA'E8 WORI(5
DTVTLOPM€NT AGENCY

PO. Box 3325 - 40lOO, KTSUMU

r[t:020 - 21572]3



P

I, EMPLOYEE COM _AGE

2. E,l EECOMPOSlTloN- 6ENDER
PLOY

3. EMPLOYEE COMPOSMON -DI,ABILME'

Age
Tota I Number (%)

2t-29
6

6.8t %30-39
33

3751 %40-49
25

28.41 %Above 50
24

27.27 VoTOTAL
88 loo%

Cren&r
Male

Female

Age

Tota lNo. (%) Total No. Perentage (%)
2t-29 4 4.54 9b 2 2.27 Sh30-39 23 26.13 9b to 11.37 %4049 t9 21.59 0h

6 6.82 q6Above 50 l6 t8.t8 % 8 9.lo %TOTAL 62 70.44 26 29.56Eo

Dlsablllty
Male

Female

Age

Total No. (%) Total No, Percentage (%)21.29
r.l3 (%) o 0 (%)30-39 0 0 (%) 0 0 (%)40-49

2.27 (%) 0 o (%)Above 5O r.l3 (%) 0 0 (%)TOTAL 4 4.53 (Vo) 0 0 (%)

4
I.AXT VICTORIA SOIJIH WATER WOR(S

OEVTLOPMENT AGENCY
P.O, Box 3325 - 40100, KTSUMU

IEL: O20 - 2157233



(

EXTENT TO !il}ItCH THE AGENCY HAs COMPUED wtTH ARTICI.E 54 (2) OF THE

The Agency has complled with Article 54 (2) of the conrtitutlon that requlret that at least 57o

of the memberu of the publlc belng recrulted, elected or appolnted be persons with dlsabllities.

wth a staff population of 88 employees, the ASencY has 4No. reSittered Perron, with

disabllity serving on Permanent and penrlonable term, of emPloyment. Thls reprelents 5(h

of the current staff population.

REPRESENTATION
PWD

95ta

5r

\

LAKE VICTORIA SOUTH WArER WOflrc
DEVELOPMENT AGENCY

P.O. Box 3325 - 40tOO, (,SUMU
IEr:020 - 2157233

5



COMPOSMON OF THE GOVERNING BODY OF THE AGENCY IN TERMS OF AGT'

GENDER" ETHNICITY AND PER'ON' WITH DI'ABILITY

The Agenry currently has eight Board of Directors. The following table shows the Board

of Directort ages, ethnlcity, gender and disabllity status:

PERCENTAGE OF EOARD REPRBENTATION BY GENDER

out of these. flve (5) are male representtng 62.5Vo while three (3) are female rePresentins

37.50to.

LAKE VICTORIA 50U'TH WATTS Wt]NXS

DT,V€tOPMTNT AGENCY

PO. Bot 3325'40100, xlSUMU

rEL:020'2157233

6

No. Name Role Age Ethnldty Gender Dloblllty

1 Mr, Cavince Odoyo
Owldi Chairperson

56 Luo
Male

None

.)

Jomo Maisorl Mwlta Member
45 Kuria

Male
None

3 Cedlla Bosuben
Nq'effch Member

62 Lalenjin
Female

None

4 Mllllcent Oduor
Member

60 Luo
Female

None

5 John Momanyi
Member

67 Kisil
Male

None

6 Theodora Kerubo
6ichana

Rep. lnspector
General of State
Corporation

58 Kirii Female None

7 Joseph Mbatha National Treasury 53 Kamba Male None

8 Douglas Mutahi Representative of
Principal
Secretary of itate
department of
Water and
Sanitatlon

58 Meru Male None

Gender Total Number Perentage (.}6)

Male 5 62.5olo

Female 3 37.sqo.

TOTAL I loo 95



COMPOSMON OF EMPLOYEES IN 
'ENIORMANAGEA'TEAIT 

EVEL MIDDUA}'ID

LOU/ER CADRES lN TERMT OF ETHNICITY, AGE. GENDER AI'ID PERSON! WTH
DI'ABII.ITY

Senlor Manrlement tt6ff

(

2

?

(
It.

_i2.

NOFemale50KkilLVS rChlef Exeanflve OfficerI
NOMale50LuhyaLVS 2Senlor Manager Flnance'

Moblllzatlon lnd lnvestrnent

R.etource

NOFemale56LuoLVS 2Senlor Managcr Relearch and Strategy

and Performance M rnent
NOMale46LuoLVS 24. Senlor Manager Water Workr Servlces

NOMale48LuoLVS 2Senior Manager CorPorate ServlceJ5
NOMale50LuoLVS 3MansSer Sanltstlon6
NOMale36LuhyaLVS 3Corporatlon Secretary and Monager

legal Servlcet
7

NOFemale5rLuoLVS 3Manager lntemal Audit8.
NOMale59KalenjlnLVs 39 Manager Human Rerource a

Admlnlttratlon

nd

YE5Male#LuoLVS 3Manrger V,fater Serylcel a

Llalron

nd Countyto.

NOFemale42KalenllnLVS 3Manager Flnance and Account,
YE5Male57LuoLVS 3Manager. QuallV fururance. Rlrk and

Compllance
NOFemale48LuoLVS 313. Manager Plannlng. Stratety an

Performance Management

d

NOMale54LuoLVS 314. Manager Supplier €haln Mrnagement

NOMale4LuoLVS 3Manager Water Workr Planning and

Derlgn
t5.

NOFemale37LuoLVs 3Manager Vater Works DeveloPment16.

7

LAI([ VICTORIA SOIITH WATER WOR(S

O€V€TOPMTNT AGENCY

P O. Bor 3325 '4010O, (|SUMU

ItL:020 - 2157233



(J

The current ethnlc representatlon for tenlor Management *aff ls as rhotrrn below: '

Mlddle level rtafi

I

8 t K€ vrclonA soulH wATEn wonxs
OEVTLOPMENT AGTIVCY

P.O. Bor 3325 - /lolm. rSrMU
IELr O2O - 2157233

68.7501o,llLuoI

12.5o/o2l(alenJln2

6.25VoIKlsll3

12.501c24 Luhya

Oqoo5 KIkuyu

0q606. Suba

Oqo0lGmba7

Oolo08. Kurla

@Yo0Maaral9

Oolo0Tero10.

l0Cr16l6TOTAL

NOMale38LuoLVt 4I Prlndpal Accountant

NOMale35KalenJlnLVS 4Prlnclpal Englneer2

NOMale34LuoLV' 4Prlnclpal Supply Chaln Management

Offlcer
3

NOMale35luoLVs 4Prlnclpal Surveyor4



(' lo

l8

r9

5 Principal Corporate Communication LVs 4 Luo 45 Male NO

6 Prlncipal Officer, Envlronment LVS 4 Luo 50 Male NO

7 Principal EnSlneer w54 Kisii 35 Male NO

I Principal Resource Mobillzatlon LVS 4 Kalenjin 42 Male NO

9 Senior Englneer LVS 5 KalenJin 40 Male NO

5enlor Englneer LVs 5 Luo 44 Male NO

ll Senior Supplies Chain Management
Officer

LVS 5 Kisll 49 Male NO

t2 Senlor ICT Officer LVs 5 Ltro 42 Male NO

l3 Senlor Englneer LVs 5 l(alenjln 43 Male NO

t4 Senior Human Resource Offtcer LVs 5 Luo 50 Female NO

l5 ,enior Corporate Communlcatlon
Officer

LVS 5 Luo 38 Female NO

l6 Senior Englneer LVs 5 Kuria 38 Male NO

17 Senior Quality Atsurance Offlcer LVs 5 Luo 42 Female NO

Senlor Accountant LVS 5 Luo 4l Male NO

Senior Officer. Rhk and Compliance LVs 5 Luo 35 Male NO

20 5enior Office Admlnlstrator LVs 5 Luo 5l Female NO

2t Senior Accountant LVS 5 Luo 42 Male YE

22 Senior lntemal Auditor LVS 5 Kisil 38 Female NO

23 Senior Accountant LV' 5 Klrii 39 Male NO

24 Senior 5upply Chain Management
Offlcer

LVS 5 lQleniin 35 Male NO

25 Senior Community Dwelopment
Officer

LVs 5 Luo 3l Male NO

9

IAKE VICTORIA SOUT}I WATER WOR(5
DEVELOPMENT AGENCY

P.O. Box 3325 - 40100, XISUMU

TEL: 02O - 2157233



NO26 Monitorlng and Evaluatlon Officer LVs 5 Luo 43 Male

38 Male NO27 Senior Community Development
Offfcer

LVs 5 Luo

NOLVS 5 Luo 34 Male28 Senior Engineer

32 Male NO29 Senior Engineer LVS 5 Luo

( The current ethnic repreJentatlon for Mlddle level Management staff is as shown below: '

I.AKE VICTOBIA SOUTH WATER WOiKS

DEV€LOPMENT AGENCY

P.O. Bo13325 - 40100, KISUMU

TEt: 020 - 2157233

t

19 65.50/o1 Luo

5 77 .3o/oKalenjin2

4 13.8o/oKisii3

o04 Luhya

o05 Kikuyu

00Suba6

00Kamba7

3.4o/oIKuria8

o09 Maarai

0oto. Teso

t0@629TOTAL

10



Lower-larel stafr

5

t4(

LA(E VlcTonla sot',',lH

OTV['TOPMENI

WATER WOI(S
A6ENCY

PO. Bor 3125'4O1OO' XISUMU

ft [: O2O ' 215'233

!
I

t

NOMale44KambaLVS 61 Accountant

NOMale29ltulenjlnLVs 6Englneer2

NOFemale3lKlrllLVs 6Supply Chaln ManaSement Offlcer3

NOFemale28LuoLVs 6Englneer-4

NOFemale32LuoLVs 6Englneer

NOFemale33LuhyaLV' 6Legal Offlcer6

NOFemale30l(almflnLVs 67 l-lydrogeologltt

NOFemale28lGlenJlnLVS 6Rereardr & lnnovatlon Offlcer8

YE5Male29LuoLVr 6Audltor-INUEREG' NO'
NCnUD/n2236
lnternal9

NOMale42LuoLVt 6Water Qurllty Offlcerlo
NOMale34LuoLVS 6Recordr Management OflIcerII
NOMale30LuoLVS 7Senlor AttlJtant Plannlng Draughtrman12

NOMale59l(alenJlnLVs 7s€nlor fudttant Planning an

draughttman

d Derlgnt3

NOMale5tLuoLVs 7Senlor futistant Recordl Management

Offlcer
NOFemale57LuoLV' 7Senlor furlrtant Office Admlnittratorl5
NOMale55LuoLVs 7Senlor Accountc fu tlttrntl5
NOFemale46LuoLVS 7Senlor AJrlstant Offlce Admlnirtratort7
NOMale54LuoLVS 7Senlor Accountr Arllrtantl8
NOFemale32LuhyaLVS 7Senior fudrtant Englneerlng Technldanr9
NOFemale25LuoLVs 7Senior Astlttant Offlce Admlnlttrator20

11



I

I
1Male NO35LV' 7 Luo2t Senlor Aldrtant Tranrport Officer

Male NOKalenJln 59LV' 822 Asrlrtant Curtomer Care Offlcer

NO5t FemaleLVs 8 Luo23 fu tlrtant Offlce Administrator

NOMaleKIdl 59LVS 824 Arrlstant Recordr Management Officer

NO4 MaleLuoLVS 825 furlnant Supply Chaln Management
Offlcer

NOMaleLuo &LVS 8Arrktant Supply Chaln Management
Officer

Female NOLuo 45LVs 827 fu rlrt8nt Offlce Admlnlrtrator

NO27 FemaleLVs 8 Luo28 furlrtant Corporate Communlcatlonl
Offlcer

NOFemaleLuhya 46LVS 8Arrlrtant Offl ce Admlnlstrator29

NO36 FemaleLuhyaLVs I30 fu slrtant Omce Admlnlttrator

NOMale37LVS 9 Luhya3t Senlor Drlver

NO3l MaleTesoLVS 9Senlor Driver32

NOMale46wS IO LuoDrlver33

Male NOMLuoLVS IO34 Driver

NO38 MaleLuoLVs IODrlver

NOMale3lLVs IO MaaraiDriver36

NOMale56KlkuyuLVS lODrlver37

NOMale39KkilLVs IODrlver38

NOMale55LuoLVS lODriver39

NOMale29LuoLVs IO40 Driver

NOMale44f.aleniinLV' IISenior Offlce Artktsnt4t

26

35

I.AKE VIC'ORIA SOI.ITH WA?ER WOR(S

OEVETOPMTNT AGENCY

P.o. 8or 3325 '40100, l(lsUMU

TtL: 020 ' 2157233

12



a

42 Office fuslstant LVS 12 Klkuyu 55 Male NO

43 Offlce Asrlstant LVS 12 Luo 55 Female NO

The current ethnlc repreJentatlon for lower-level management ,taff l, as lho\ rn belo\^r! -

|"AKE VrCrORl^ SOIJTH WAIEn WOiXS
DEVttOPMEtIT 46(NCY

PO. Bor 1325 - aoloo, XISUMU

TEU 010 - 2157233

\-

I Luo 24 55.8%

2 6 13.9%Kalenjln

6-gqo3 Klsll 3

4 Luhya 5 11.6%

Kikuyr 2 4.6%5

o o6 Suba

2.4o/o7 lGmba I

oKuria o8

2,49toII Maasal

2.4o/olo. Teso I

lo(n643TOTAL
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ToTAL NUMBER oF STAFF EI\,lPl.oYED lN THE lA'T THREE RECRUITMENT' AND

THEIR REPRE ENTATION IN TERI\/{S OF ETHNIC]TY, AGE. GENDER AND PERSONS wlTH
DIJABIUTY

The Agenry recrulted a total of l5 staff members in the last three recruitmentt on Permanent

and penslonable terms of rervlce ar follours: '
l, Recruttment Auggtt 2023

2d Recmltment October 2023(

{
I

NOMale4lLuoLVs 5I and B,raluatlonSenlor MonltorlnS

OfIIcer
NOMale34Luowt6Records Mqnagern€nt Ofrlcer2

NOFemale6LuhyaLVS 83 Arslstant Offlce Admlnlrtrrtor
NOFemale33[uhyaLVs 8tuslstant Offlce Admlnlttrator4
NOMale56KlkuyuLV' IODriver5
NOMale54LuoLVS IO6 Driver
NOMale2ALuoLVs IODrlver7

NOMde30LuoLVS 5dSenlor CommunltY an

Development Offlcer
NOFemale32LuoLVs 6TrEruport Omc€r2

NOMale30LuoLVs 7Senlor fuJlttant Plannlng and

DerlSn Draught: Man
3

TA(E VICTORIA SOTJIH

OEVELOPMfNT

WATTq W(]f,(s
A6ENC V

P.O. Bor 3325'4Ol0O. KlsuMt.,

tEt: O2O ' 21S7233
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I 3d Recruttment May 2024

ANALYSI5 OF STAFF RECRUTTMEI{T5 IN ETHNICITY. A6B 6E.IDER AND NUD'

NO1 Prlnclpal En8lneer LV' 4 KIsll 35 Male

2 LVs 4 Luo 45 Male NOPrlncipal Corporate
Communlcations Officer

NO3 Prlnclpal Resource Moblllzatlon LVS 4 lGlenjln 41 Male

Female NO4 LVS 5 Klrll 37Senlor lntemal Audltor

NOLuo 41 Male5 Water Qu8llty Offlcer LVt 6

l. Ethnlcrcprcsentatlonr ln the lalt thtts r€csultment

l. Gen&r repner€ntatlon ln the la$thrce Esultm€nB

LA(E VICTORIA SOUTH WATIR WORiS

DEVTLOPMTNT AGENCY

P.o. Bot 3325 - 40100, xlsuMu
rtL:0?0'2157233

6-67 oloII lGlenJln
13.33 %2 Klsil 2

@olo3 Luo 9
r3.33 %24 Luhya
6.67 0hKikuyu I5

t(x)%156 Totll

73-33 olollMale'|

26.67o/a42 Female

1fi,%l5Tot l3
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ll. nvD ln the last three recrultmems

During this Recruitment process, there was no applicant with A)UD ,tatur.

t

a
I

I
I

NOTE:

ar-

PWD

o%Non PWD
1OO Eo

t.

IAKE VICTORIA SOUTH WAIER WORKS
DEVETOPMENT AGENCY

P.O. Box 3325 - 40100, KTSUMU
TEL; 020 - 2157233

l
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MEASURES PUT IN PLACE TO PROMOTE PER'ONs LIVING WITH DI'ABILITIE' FRIENDLY
WORK EtI\TIRONMENT

The Agency har put in place the following Mealures to lmprove on work environment for
Persons living with disability: -

i. The Agency has conrtructed permanent rampr within the inrtitution to ea5e

movements for Persons Living with Disability to access rervicet of the Agency.

ii. The Agency has procured wheelchairs and crutcheJ to rupport movement of persons

living with disabillty.

iii. The lnstitution has Service Charter in braille both in English and Kiswahili.

iv. Wash rooms for persons livlng wlth dlrabilitles are available for thelr use.

v. Reserved parking space for persons living with disability is in place.

vi. Swing doors have been inltalled in washrooms facilities for easier acceis by perront

living with dirability.

vii. Handrails have been installed ln washroom faclllties.

viii. Signage have been put in place to direct Perron Living with dirabllity to accesr

ramP5.

ix. The Agency has facilitated tralnlng of 2 staff on Kenya sign language

x. Staff have been sensltized on diiability mainrtreaming.

xi. The Agency website has been upgraded to conform to Web Content Accerslbility

6uidelines (WCHG) on accessibility for person living with dirability

xii. When placing advertisement on daily newipapers, the Agency includes a rider that

"Women, minority group and persons living wlth disability are encouraSed to

apply" this shows that the Agency doeJ not discriminate against gender, race or

dirability.

tA(E VIcIORIA SOTJTH WATTR wnk(5

DEVLLOIMT NT AGTNCY

pO Box 3325 - 40100, xlSUMU

r€t: O2O- 215'233
22



ii.

ll1.

lv.

MITIGATION MEASURES TO CURB THE CHAI.IENGES

Encouraging other communities to apply for advertised Postt by PuttlnS a rlder that
'applicants from the minority Sroups are encouraged to apply,

By filling future vacancieJ with perrons from none domlnant communitles. This ls because

the Agenry has reached a polnt where each year, one emPloyee or two wlll be proceeding

on retlrement hence the Agenry will use such oPportunltle, to improve on its national

diverrity.

The Agenry has been competitlvely employing its naff by considering quallfled candidates I

from non-domlnant communltles thus reduclng the percentage of the dominant i

communlty,

Through replacement of retiring Jtaff. wlth preference glven to candidates from the non-

dominint communities, the Agenoy wlll reduce the percentag€ of the domlnant
community from 60.220/o to about 5Oolo ln the next flve (5) years.

The Agency's' optimum staff establllhment lr one hundred and flfty-three (153) and the

curreniestablishment is eighty-eight (88) leaving a balance of slxty-flve (65) which prwldes

an avenue to address ihe ethnlc dlve6lty requlrement, once the moratorlum on

recrultment ls llfted.

TAKE VICTOTIA SDUTH WATTR \A'ORK5

DEVT TOPMENT AGENCY

Po. 8or 3325 - 401m, KISUMU

Itt: 020 - 2157233
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ll.

iii.

CHALLENGES THE AGENCY HAs FACED IN ITS BID TO ENHANCE DIVERSITY OF

EMPLOYEES AND THE MITIGATION MEASURES TO CURE THE CHATITNGES.

The government pollcy which requlred the then Boards. upon formatlon, to recruit
their staff from the water Jector instltutions limited the chancel for ethnic diversity. The
water sector staff ln the region where the Agency is domiciled during the inception
were largely dominated by the host community. the Luo. This was mainly due to the
Dirtrict Focus for Rural Development poliry the tovernment adopted in the early
1990s. The policy encouraged staff from variour Minlrtries to move to thelr home
Dittricts.

The response by members of other communities other than the dominant community
in the region on advertised ports by the Agency has been very low and none
competitlve thus making it difflcult for the Agency to divertify on ethnlc reorlentation.

The Agenry has also not been able to riSnificantly lmprove on the ethnlc rePresentatlon

in its staff ertablirhment due to low ,taff turnover. Recrultment of staff has alto been

suspended,/rlowed down by the Government in order to manate the Recurrent Budget.

The staff recruited in the Agency at inception going forward were mortly young people
and for about l5 years. the Agenry did not have staff retiring from servlce hence there
wa, no opportunity for new recruitment and to diversify.

Persons from distant communities rarely apply for advertlred vacanciet within the
Agency. Members of the Luo community tend to apply more whenever a vacancy is

advertised, mainly due to locality of the Agenry't headquarters.

t^(t VICTORIA SOtrrH wAIln r/.i, )lr(S
D€VT tOPMgNT AGTNCY

PO. Sor 3325 - 4Ol0O. (6uMU
rEt:020 - 215723320



The Agency is conscious of rection 7 of the National cohesion and lnteSration Act 2008.

Article232 (l) (h) and (l) of the constitution and har made the following efforts to enhance

its compllance:

i.EncouraglngallcommunitiertoapplyforadvertisedvacanciesbyPuttinSariderinthe

advert that, perJon' with disability, women and minority grouPJ are encourated to apply,

sTATUsoFcoMPLlANcEoFTHElNsTlTUTloNwlTHSEcTloNToFTHENclAcT.
2OO8 AND ARTICLE 232 0) H) AND 0) OF THE CONmTUTIoN' INCLUDING THE

EFFORTt ttlADE BYTHE AGENCYTO ENHANCE COMPUAT'ICE

Advertillng job opportunltier/vacancie, through the Natlonal Newspapers with wide

circulation that are accelsed by maiority of the people acroti the country e'g' My Gov

newspaper, Dally Natlonal Newspapers and the Agency's website'

By strivlng to fill any vacancier that fall vacant with quallfied Pertont from none dominant

communlties whenever job oPPortunitiet ari;e in the Agenry'

Throughreplacementofretiringltaffwithqualifiedcandidatesfromthenon.dominant

communitieg wherever possible, About l0o/o of the current workforce are above 5o yearl

ofage'lnthenext5yearJmaiorityofthemwillretirefromservice'TheAgencywilluse

ruch opportunitie, to improve on itr national diverrity by flllint the potitionJ wlth qualifled

candidates from non-domlnant communitiet'

The Agency's' oPtimum staff establlshment iJ one hundred and flfty'three (153) and the

current establishment i5 elghty-eight (88) leaving a balance of slxty-five (65)' The Agenry

willprogressivelyuJethiJtooltoaddre,stheilsueofethnicdiversityintheorganization'

I \Xt vtf1ortl  (anlrll wltrtR r',1' 11x5

tj!vLtr-'r,r.1t t{T A6t NcY

P.ir 9Jr 3125 ' 4OlO(,, xl5ulvlu
Irt:t)20'2157211

ll.

rll.
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a

R/ITIO BETWEEN THE NATIONAL POPUTATION AND EMPLOTMETIT PROPORTION IN

THE AGENCY (UNDERREPRBENTATION AND OVERREPRE ENTATION) BASED ON 2OI9

NATIONAL POPULATION AND HOU'ING CEN'T,'

I

I

i
t

t

(,

0.000000748.13t.738621-29
0.000005426.093.1O8332 3G39
o.ofi)005313,962,470253 4049
0.00001o102,376,904244 Above 5O
0.0000Nu15620,56{.'.22088TOTAL5

I.A(E VICIORIA sOUTH WATTR WOR(S

DEVELOPMENT AGENCY

P.O. Box 3325 ' 40100, TISUMU

IEL: 020 - 215723318



( 4

TOTAT NUMBER OF CONTMCTUAT,TAFF SERVING CURRE\IILYAND THEIRREPRESENTATION tN TERMJ OF ETHNrcTTY. Ei; C-ENOEN AND PER'ONS *,THDISABIUTY IN THE AGENCY

LAKE VTCTORIA SOtrrH WATtf, W.,A(l
DEVttr.)l'[ttNl AG€NCY

P.O. Box ,325 - 4oloo, xl3UMU
IE t: O2O - 2157233

t2

(,

Chlef Execut lve Offlcer LV' I Klsll 50 Female NO
2 ance, Resource

Mobillzatlon and I

Senlor Manager Fln

nvertment
LVS 2 Luhya 50 Male NO

3

Strategy and performane
Management

Senlor Manager Releardr and LV' 2 Luo 56 Female NO

5enlor M
Servlces

anager Water Workr LVS 2 Luo 46 Male NO
5 nager CorporateJenlor Ma Jervlce, LVS 2 Luo 4A Male NO
5 Manager Human Rerource and

Admlnlstratlon
tvs 3 Kalenfln 59 Male NO

7 anager lntemal AudltM tvs 3 Luo 5l Female NO
I enlor Englneers tvs 5 Luo 34 Male NO
I nior Englneer5e tvs 5 Luo 3t Male NO
IO. Dwelopment

Of{lcer
Senlor Communlty LVS 5 Luo 4l Male NO

.

Adminlrtrator
Senlor furiJta nt Office LVS 7 Luo 25 Female NO

Drfuer LVs IO Klrll 38 Male NO

77



RIVATEX EAST AFRICA
LIMITED
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RIVATEX EAST AFRICA LIMITED
@ azaa-ooroo Etdoret, \ lossy-zoaos o,Uzt4, los3l-zoo11s1.l

(!i intogrivatex.co.ke q!i) www.rivatex.co.ke

REF: REAVMD/S CNCEO /Ol /24 22"d November, 2024

Chairman.
Select Committee on National Cohesion & Equal Opportunity.
The National Assembly,
P.O. Box 41842.
NAIROBI.

Dear Sir,

MEETIN6 WITH THE SELECT COMMITTE E ON NATIONAL COHESION ANDRE:

UAL OP RTUNITY

Overvianr of Rivatex East Africa Limited

Rivatex East Africa Limited is publicly owned textile manufacturing facility which was
established on l6'h August, 20o7. The company is domiciled under the Ministry of
lnveitments, Trade and lndustry.

The company is a vertically integrated textile factory that converts cotton lint through
various processes to finished fabrics. The company manufactures textile products from
cotton and cotton blend fibres, the procesJ ,tarts from yarn manufacture by spinning, the
yarn is processed by weaving. which interlaces yarns into fabric. colouration (dyeing
&ampr printing) is done at wet processing department which imparts necessary aesthetics
on the fabric.

The company being the largest textiles manufacturer is playing a vital role in supporting
the country's social economic development particularly in the cotton value chain where
it has the potential to create huge employment opportunities especially for youth and
women. similarly, the company is reducing the importation dependenry of textiles
products and it is a clear affirmation that the company ir contributing to the country's
development and realization of the country'r vision to industrialization by 2030.
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Brief Hinory
Rift Valley Textiles Limited (RIVATEX) was established in 1976 as a ioint venture between
the Kenyan government represented by the Industrial & commercial Development
corporation (lcDC) and a consortium of foreign investors. lt was jointly commissioned
by the then Vice President H.E. Daniel r. Arap Moi and the then west German
chancellor H.E Helmut Kohl. The company was an integrated textile mill with spinning,
weaving and wet processing operations. lt had installed capacity of 12,16g spindles
producing over one million kilograms of yarn and 226 single width shuttle looms
producing over ten million meters of fabric per year. These production levels were easily
realized in the first ten yearu of operation.
The company operated effectively and profitably until 1990. In the early 1990s the
Kenyan Sovernment embarked on structural Adjunment programmes (sAps) instituted by
the International Monetary Fund (lMF) and the world Bank. The main thrust of the sAps
was to effect a shift from a protected domestic market to a more liberalized
environment. The SAP's created very unfavourable operating environments for Kenyan
textile businesses resulting in job losses, lack of research in textiles, Jtoppage of cotton
farming, shift to "Mitumba" culture, value chain disruptions and winding up of
businesses.

The textile industry including RIVATEX was badly hit by the SAP's as the industry was not
ready for competition from the established and modern production methods in the Far
East and Turkey. The opening up of Kenyan market as a rerult of the above protram.
coupled with the sudden devaluation of the Kenya shilling by over looo/o meant that the
company started to experience problems in importation of its raw materials. chemicals,
dyes, spare parls and servicing of its foreign denominated loans.

The above factori led to the final collapse of RIVATEX among other several textile and
manufacturing industries in Kenya. The company went into receivership in 1998 and
eventually ceased operations in the year 20OO. Before it went into receivership, it used
to conJume an average of 2.80O tonnei of cotton and 55O tonnes of polyester/viscose
resulting in over l5 million meters of fabric per annum.

The assets of the former RIVATEX. were auctioned off with Moi University being the
buyer. Moi University incorporated a new company Rivatex East Africa Limited (REAL)
in the year 2OO7 for training, research, extension and commercial purposes mainly for its
School of Textile Engineering as well as other related faculties. His Excellenry Hon. Mwai
Kibaki the Third President of the Republic of Kenya commissioned the factory as it begun
its operations in August 2007.
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I' At the time it was operating with machines that were over four decades ord. TheGovernment in 2017 as part of Vision 2030 through the second medium term pran.identified textile as a priority area in the manufacturing & begun the modernization ofRivarex East Africa Limited. His Exce enry Hon. Uhuru Kenyatta the fourth president ofthe Republic of Kenya commissioned the urtra-modern production prant on 2l,r June2019.
The full modernization has enabre the company sustainabry increase turnover andcompetitiveness through value addition, diversification of revenue Jtreami, reduction ofunit production costs among other numerous benefits that are expected to accrue to thecompany as a resurt of the modernization. Nationary, the company wi, create jobsalong the varue chain' retain foreign exchange. ensure technorogy transfer, reducepoverty and improve liverihoods, earn the country foreign exchange, reduce the"Mitumba" culture among others.
Rivatex East Africa Limited is implementing the government poricy on rocar content andsupporting the 'Buy Kenya - Buird Kenya' strategy which seeks to enhancecompetitiveness and consumption of roca[y manufactured goods and services. Thecompany is currently supplying textiles products to various governmental institutionsthrough this initiative which has ensured sustainable growth of the facility.we have an apparers and garments making unit that is equipped with state-of-the-a rtmachinery that makes a[ kinds of outfits. Furthermore. we have heaviry invested ontraining of our staff with the appropriate ski[s set and expertise in order to sustainabryproduce high quality products and creative designs which meet our curtomer satisfaction.

We are currently supplying uniforms for the disciplined forces such as Kenya police
service, Administration porice, cenerar service Unit, Kenya wild service, Kenya Forest,
Kenya Defence Force among other forces within the region. we arso produce and suppryseveral horpitals such as Kenyana Nationar Hospitar. KUTRH, MTRH, KEMSA andnumerous county referral hospitals with hospital bedsheets, patientr and nurse scrubsamong other textile products as per the attached LpO,s.
Rivatex has the capacity and expertise to produce the requested textile product to theclient's specification. with our modern machinery we are able to produce speciar andcustom-made textires products that meets our crients' specifications since we work croserywith our curtomers to turn their ideas and designs into real and quarity products. weprovide a wide range of other textire products that incrudes finished fabrics for .Friday
wear' for staff' overa,s' dustcoats, kitenge, uphorstery, furnishing, readymade apparers,
among other products.
The company has been gazetted as a speciar Economic zone and approved by sEZA todevelop. manage and operate a functionar singre Sector Speciar Economic Zone
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(specializing in the lndustrial Park). This will enable the company to accers cheaper cost
of power and reduce the cost of production.

l. Current Emolovmen t Comoosi tion in Terms of Eth nicitv. Aee and Gender
Table l. Current representation of all employees by the ethnicity composition
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Table 2. Current Representation of all employees by Age

TRIBE NUMBERS % REPRESENTATION
BORAN 3 o.4
INDIAN .)

0.3
KALENJIN 315 40.9
KAMBA 32 4.2
KIKUYU 58 7.5
KISII 40 5.2
LUHYA 116 15.0
LUO r09 14.1

MAASAI 3l 4.O

MERU 24 3.1

RENDILE 3 o.4
TAITA 4 o.5
SABAOT 7 0.9
TURKANA 8 1.O

MIJIKENDA 3 o.4
SAMBUR.U 6 o.8
POKOMO 3 o.4
CHA66A I o.l
TESO 6 0.8
TOTAL 771 too%

Years Number Percentage
Below 3O 228 29.6

30-39 318 41.2

40-49 l6B 21.8
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50-59
57

7.4

Table 3. urrent Representation of all employees by Gender
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ry, Alternate
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lo0.o

MALE 447
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Table 5. Current Representation of Board members by Gender

Table 6: Cunent Repretentation of Board Members by Ase

Table 7. Current r€presentation of Board Members by the ethnicity composition

4. Compositi on of employees

tin
Table 8: Senior Ma

in senior ma
terms of ethn

nagemen t in termr of ethnicity

GENDER
TOTALNO PERCENTAG EMale

8 89 q
Female

Total
9 lOOo/o

Years
Number

40-49
3

33
50-59

5 56
60-69

ll
Total

9
lOOo/o

TRIBE
NUMBERs REPRESENTATTON

Vo

fGlenjin
5

56
Kikuyu

II
Luhya

lt
Meru

2
22IOTAL

9
l0Oo/o

ETHNICITY
NU EME RKalenjin PERC E REP TIoN4

Luo 2 5o/o

18.7o/o
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TRIBE NUMBER
s

TOYM
ENTA

PEM ENT 96
PRE sRE oTI

N
NANONAL
NUMBERS

KISII

OVER/ UNDER
REPRESENTAT'ON

40 s.t9
2,7A3,23s.00TUHYA R

n6 I5.05
6,823,842.ooLUO R

t09 14.t4
5,066,966.OoMAASAI

3l 4.o2
r,l89 ,s22.ooMERU U

24 3.il
1,97s,869.ooRENDILE U

3 0.39 96,313.o0TAITA U
4 o.s2

340,671.ooSABAOT U
7

0.91
296,ooo.ooTURKANA U

8
1.o4

I,OI6 ,174.Oo U
IJIKENDM

A 3 0.39
2,488,69t.oo USAMBURU

6 o.78
237,t79.oo UPOKOMO

3 o.39
112.o75.Oo UCHAG64

0.13
44,828.ooTESO U

6 o.78
4t7,670.00IOTAL U

771 too.oo
96.oo64,247,5
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6. Status ofCompl lance wlth NCI Acr,2OO8 and Artlcle 232 of the Conrt,tuilon
managernent of Rivatex East Africa Limited is focused on fullv implementing both

the NCI Act of 2OO8 and the Kenyan Constitution Article 82 fi) (H) that stipulate that a

public inrtitution should fully represent the Ken

ntrnent, training and a

ya s diverse cornmu

dvanceme

nities; by

nt, at all

affording
adequate and equal opportunities for appoilevels of the public service, of men and women, the members of all ethnic groups; and
persons living with disabilities.
Cu rrentry, the company has fulfilled the Sender mainJtreamin g by employi ng 42o/o of

en. ln regards with people living with di

The

gender being wom
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,1."';;;;'""I o;Jo""' 

has been advertising on rhe

advertisernentr. -'oup but there hus 
-"f''tln8 special emphasis to elf"- r"rponr"r' ;';# .ffiI1q:

The major impediment b
challenges. il;;;"";: Tl:-t 

tn" accessibiritv or ir
comrnunities experience ,nu'-'o. "tono''t- .n",1"^"r"l"t"rmation' 

infrastructure cultural

conducring rigorous ,"nrn,rj,lo-"'. 
t" 

"tt""o ;io ;;t; 
tn"t some of the marsinalized

ma rgina rizea lo;;;;;;;",.' t'"n t ra in ing ;;; ri, "r.],!Jl; hl; i"jffi [r::: f?:*
Despite the challenges. the
background, 

"" 
1"",*"'"t, 

management has been cor
disaurlity ;;.' ;;,;;; iSllt:.,9 

the revers or educa
ne of the positions to suit

page 12 of 3t

tional
these



8roup. The mana

gffig**,,*rugfi*ri*+*#,'j
minimize bias. -'-"r' orrq encourage the use of blind ;:lr#aim 

forerhnic,
:nt methods to

**u*t****#i,u#f 
,fl ,,4**earn meagre salario.

9golo modernized al,
to address this issue.g. Measures to

environment 
prornote Persons Living

The company,j commir-^^. 
''tvtng with Disability and friendly work

gff$ 
fffip.rufir**"

**!l"..#;s**r*#r,lll;-i+#tm+T#i#
'nro,.'u tio n - .ur";ffi ffi il': # #iJi #'i*: - l:l u..",,,uiriiv] " u.;l,ffi f 'J;

3" 1"r1"", has been rehrr;h^ 
"-' drr acceisibility audit for persons with

**ff*****+ffi*s,*#
Page 13 of3l



ensuring the recr

#,tlt.ifi#;m'ffi***,'ffi*;;l
"r:*h:;hi*xir*t**il$i*****ffi *

9. lnstitutional policy on staff training and developmentrhe Company recor
rhe manageme;;"#::^:l: need ror rraininl
*".ro"J3.-",:":::;:]:ff ::lf,T:#[ilffi [,::.Ti'j.lf li,Imp,oyees

The overa, objective .rr r.-,^, 

-- uEveroprnent to rneet its obleaiveL =' tu lmprove their

emp,oyees. .;.:;J,*l:l';:i,:il::i#,i"1 
l:,: ::sure continuous

#JI.:ii"ff ::I".fl ,.;":*';j.ffi ;:,;*,"*i:,,:",,:f 
,",;;:;;',,,f 

1:1lii[*
Ihe training and devel
speciric objJctivJs-' 

vctoph€Dt of employees is directed towards achieving the folrowing
(r) To enhance the r

(ii) il*[*ip"i:ift'li:::]Xance 
bv herping a, emprovees ro improve

(iii) ;:::::::i::':.i:y-fifiI;ffi;";ce and skirrs in preparation ror more
requirements 

t urere ls sufficient trained

(iv);:TLT,[:J:ili:""i,','#"",:#F1,*'"i..fi il*":".'::',:,ffi il
yea r.

The managemen, nu, 0""" 
'employee 

undergoes training for at reast five (5) days per

trf 'Jiiffi;i"T:,Iilyi,.#i:,"Hilff 
:::T,:I:":".':-",:,iveproresiona,: jo b to en ha n ce,il; ;ffi 
:,hk 

!,"r:":,'ffi ff ,lll n r,.,"o

*";il"{#tT,#''f 
f 
,,m,niiJ,?,:r:T'"r,,:,,",i:;i3?:;
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;:'#;YJi; lffi:;ff,::'.:-'.:ivitv. 
efficiencv and.minimize wa5ta8e5. rhe company

(N,rA), K" ",; il, ; ;;i 
ii lli] T 

"iil', 
J'',"ffi i i*:l:;, :* 

" ilm{ il::,ru
fir:.Jffi;:.l.as 

Etdorer Nationat polytechnic,,'RVTTl, 
Kisumu potytechnic among

The Management also ha

;1,::'#,:iiTil.T#:"l;:::TH#::fi ::ffi ::H:il:.J:#J:rffi:iJ
v-arioustraining,."";;;;,.:,::y[:::HT,ff 

L"::,i,ff ilil:,:*]*:::t:Ior employees working in production ,n,,. auni..rJ,

ffi:::flll "",ptovi"' Jn hea rth a nd "*ir, *i"i"l i1""ffi::H";::1ff:il:l]
Table 18: Trainings undertaken in three financial years

_. ll. Recruitment and Appointment process
The management is commi
r", "m.i"n?unl;i#;:';:'5[J".:;'#$':ff;,t"T'fl1,:r -mpetent emproyees required
not i n its recru itm en t u n J serea ion ;;;; ;,il,il,:""',""'# H ffljl"J""j.Ti ::::;?l,ii3l;"Tiil,r1fl: ott'". ro., 

-oi'"i.,,;;il. 
rhe company adrieres to *re

y;*ih::',';m::'J:il''J#:";::1ff :l?"iXXil'",:'"",?;#i:,'[*'f f :ll*l,.ti
Vacancies in the company is.fired by promoting quarified serving emproyees within thecompany when a vacancy arises and when we o'" 

"- g", the qualified persons then the.vacancies are advertised externally and filled competitively. The conrtitutionalrequirement of mainstreaming of gender 
"", f"-"", with disabirities as stipurated in

Nature of Trainln8 2021/2022 2022/2023 2023no24Health and Safety 468 578 680Environment
472 602 709Refresher Tratntn 384 428 267lnduction
28 36 23Technical traini 52 43 71Machines ln itallation 83 64 32aintenanceMachine M 45 38 27
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lI;::#:#,Hrt;;1ff:1;,:ijerved aronsride orher poricies issued by rhe Narionar.
The Human Resource

$:;5,*itl*t,,,t i',i1"*:*:j:li,,acan'i 
p.r, -ns,- be 

""ffr;::i
;i:T:,i*"i#",?; j:::l,ii'J"J:il;;;t*iTi,ff :?.,:;,i#i'i";;,ru

::il;::*T*:H,:,.:::ff 
;T*:,il:_".;#:h:,..T::.:?[?

::;::'HHT,;:"ff

-**,***H***fi['fiffi
12. Staff promotion in the past five years in terns of ethnicity, gender, age and

persons with disabi lirles-Huma

ng that plans are

n Resource planning is the process o
ills and compet encies

f identifui

required within th

n8 the Human resou rce requirements

rn terms of numbers, skensuri

vacant poJitions.

job specifications

rce poliry and pro

ve potential for devel

cedu res Manual all

made to satisfiT rhe requi
emplo

her pojt and whose

yee Serving in the

rements. As per the Ri
Company and who

vatex Human

Resou e organization and
meel
rs satisfactory and ha

and gualificationr for a hig
pment will be given prlority when filling

work performance
The Company will
serving employees.

rtrive to expeditio

rovisions of the ca

Consideration for
usly fill all vacancies

milar qualifications and have proven

reer progression guid
promotion shall be

elines for each cad

p
st

bY promotion of suitable

ln

Table 19. The number e[n

greater consideration
line with the

rn accordance with the

Rewa rd and Sancti

merit and suitabi

ons poli
lity for

cy.

re. Employees wh
the vacancy will be given

o have

romoted re resenti their ethnic com sition.

s
ETHN c coMMUN ITY TOTAI NUMBER NTAPERcE GE
Boran

Kaleniin

Page 16 of 3l



ETHN C cOMMUN ITY OTAT L UN BM ER TAGPERcEN E
Kam ba

Kikuyu

Kisii

Luhya

Maasai
Meru
Pokomo
Rendile
Teso

Turkana
TOTA L 2

Gender
Tota Number

resentationMale
63.6

Female
Totsl 36.4

Years
Below 30

20.o30-39

16.740-49
30.050-59

Total
33.3

erGend
Number Percen

Male
46.7

Femal e 53.3

IOo

Table 2O. Current

Table 21. Gender

Iable 22. Re tation

resentation of n of em t

reJentation on romotion of for the five years

in the st five years

of Peo e Uvi with Disabil
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ETHNICITY TOTAL NUMBER PERCENTAGE REPRE5ENTATION
Kamba 2 12.5o/o
Indian 2 I

12.5o/o
Meru I n 6.3o/o
Kikuyu 3 18.7o/o

Teso 6.3o/o
TOTAL t6 l0096

Table 9: Ethnic Re resentation of Em at Middle Mana t level

Table lO: Ethnic reientation of E at Lower Cadres Level

ETHNICTTY TOTAT NUMBER PERC ENTAGE REPRESENTATIO N
Fralenjin 27 38.6
Kiku U t2 17.1

atLu ll "t5.7

Luo l3 18.6
Rendile I 1.4
Kisii 4 5.7
Meru 2 2.9
TOTAL 70 loo%

TRIBE NUMBERS % REPRESENTANON
BORAN 3 o-4
KALENJIN aqt 284 41.5
KAMBA 30 4.4
KIKUYU 43 6.3
Krsil 36 5.3
LUHYA l05 r5.3
LUO 93 13.6
MAASAI 3l 4.5
MER.U 21 3.1

RENDILE 2 o.3
TAITA 4 o.6
SABAOT 7 1.0
TURKANA I 1.2
MIJIKENDA 3 o.4
SAMBUR.U 6 0.9
POKOMO 3 o.4

Page 7 of 3l



CHACCA

Table ll: Com tion of em in terms of

Table 12: Co tion of em in terms of nder.

0.1

TESO 5 o.7
TOTAT 685 l00o/o

Senlor Level Middle Level Low level
Age Number Percentage Number Percentage Number Percentage

Below 30 0 o.0 l3 18.60/o 244 35.60/o

30-39 4 25o/o t8 25.7o/o 283 41.3o/o

40-49 6 37 .5o/o 32 45.7o/o 121 17 .7o/o

50-59 6 37 .5o/o 7 7Oo/o 37 5.4o/o

Total 16 loo 70 100 685 lo0

Cadre GENDER. TOTAT NUMBER PERCENTAGE REPRESENTATION

Male 447 s8.0

Female 324 42.O
All employees

Total 77't 100.0

Male 9 56.3

Female 7 43.7
Senior
Management lwel

Total 16 IOO.O

Male 3B 54.3

Female 32 45.7
Middle Level

Total 70 I00.0

Male 400 58.4
Lovv level

Female 285 41.6
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685

5. Composition of number of contractual staff in terms of ethnicity, Age , FVDs

Table 13. The number employees on contractual representing their €thnic
com n-

Table 14. Current resentation on contractual of em

TOTAL 1o0.0

TRIBE NUMBERs 0,6 REPRESENTATION

BORAN 2 0.4
KALENJIN 178 39.6
KAMBA t7 3.8
KIKUYU 24 5.3
Ktsn 22 4.9
LUHYA 76 16.9
LUO 67 14.9

MAASAI 2l 4.7
MER.U t7 3.8
RENDILE I o.2
TAITA 4 o.9
SABAOT 5 I 1

TURKANA 2 o.4
MIJIKENDA I o.2
SAMBUR.U 4 o.9
POKOMO I o.2
CHA6GA I o.2
INDIAN 2 o.4
TESO 4 0.9
TOTAL 449 I OOo/o

SENIOR LEVEL MIDDLE LEVEL LOWER LEVEL

A6E Number Percentage Number Percentage Number Percentage

Page 9 of 3l



Below 3O 0 o 3 7.3 206 5l.o
30-39 50 l0 24.4 126 31.2
40-49 0 0 26 63.4 57 14.1
50-59 2 50 2 4.9 I5 3.7
Total 4 t00 4t 100 4U 100

Table 15. Gender Representation on contractual of employees

Gender Number Percentage

Male
238 s3.l

Female
211 46.9

TOTAL 449 loo

Table 16. Representation of People Living with Disability on contractual

Gender Total Number rcsentation

Male
B 57.1

Female
6 42.9

Total t4 roo

( h

rc
3.(

.len
L')

L

7
institution.

The table below depicts the ratio:
Table 17: Ratio between the national ulation and em ment ro

Ratio between the national population and employment proportion in the

ron

t1
d

\l
ib

)t

TRIBE
NUMBER
s

EMPLOYMENT 0,6

REPRESENTATIO
N

NATIONAL
NUMBERS

OVER/ UNDER
REPRESENTATION

BORAN
3 o.39 276,236.OO U

INDIAN
2 o.26

40.a6

4.15

47.555.OO

6.358.1t3.OO

U

o
KALENJIN

3r5

KAMBA
32 4.663,91O.OO U

KIKUYU
58 7.52 8,148.668.00 R
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,9,
LAKE VICTORIA NORTH WATE R

woRKs DEYEToPMENT AGENCY
Chief Exccative
Oficer's Ofice

!:r,.:.,-:*-4.{.{ i.l? }.a:,.1"}+j.', :.' : li: Eit-i Ir4S}1!!tEF{:i:B

I

RE:

lVIr. Wamakva M. JoeI
CHIEF EXECUTTVE OFFI

Ref : LVNWWD NHes/ ADl,/.l1lo4/v oL.tl 40

Date: 22"d November 2024

Clerk of the National Assembly
The Natioml Assembly

( Office of the Clerk
P.O.,B'ox,41842-00100

I

NATROB

E
N o L ONAND

Reference,is JrqiBly "itrdde to ggg6-yp1gUhig1.fre$9rJ

Attached here'!^rith, please find::.r6ijrftslald evidqnces.both in.hard and soft copyregarding employ'ment diyersiv ahtr compriance with the thirty (30) percent p,ruticprocurement reservation for s:peciar interest groups at Lake victoria North w6ter
Works Devblopment Agency... ;
Thank you. ''

R

I TeL 056 . 20:i079a 2i.ri , -5:r i
i:.:1r : 

'::': 'l{ 1:t:1 
t''..11t/ir,s!,,'rri Rrac ! icJ: i.;:!.':t iv-,,v,r,Ja c,o.li€

''' _l',:' , r .rri,. t-



MOI TEACHINGAND
REFERRAL HOSPITAL

(MrRH)



An ISO 9001:2015 Crrtified Hospital

MOI TEACHING AND REFERRAL HOSPITAL

REPORT ON NATIONAL COHESION AND EQUAL
OPPORTUNTTY FOR MOI TEACHING AND REFERRAL

HOSPITAL

We ref'er to your letter Ref.NA,/DAASC/NCEO /2024/ll8 dated l3* November

2024 onmeeting with the Committee on National Cohesion and Equal Oppornrnity

On 22* November 2024 at I l.00am to l.00pm in Kisumu. Please find our report as

requested.

,I.O MTRH STAFF ETTINIC COMPOSITION IN TERMS OF
ETHNICITY,AGE,GE}.{DE,RANDPERSONSWTTTIDISABIT,ITY(I'WI))

Moi ltaching and Rcferral Hospital (MTRH) has a srall F,stablishment of 3535. Comprehcnsive

infonnation is in thc Staff Ust (Please refer to Annex l)

1 .1 Staff Composition by Ethnicity

Tahlc 1.0: MTRH Stalllitlnic Represenlation

66.62%2355KalenjinI
10.04%3552 Luhya
5.12%181Luo:l
4.70%166Kisii4
4.61%163Kikuyu5
2.63%93Masai6
1.61%57Turkana7
1.24%44Kamba8
1.1ojt39TesoI
0.79%28Meru10
0.54%19Mijikenda11

5. No I lt luricir r \ruttl:ct 'i', I{('l)r ( \( Ill;llioll
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0.239(8t2 Non Kenyan
0.20%713 Kenyan Asian
o.14%5l4 Kenyan Somati
0.14y"515 Samburu
o.11%4Kuria

717 0.06x
0.03%1l8
0.03%119
0.03%120
0.03%12l

100.00%3,535

I \o lltluricin \rurtlrcr l(cJlrcscn r.t. iirtt

16

Embu

Baj uni

Kenyan lndian

Nubian

Pokomo

Gnrxl Total

'i.,2 StaffComposition by Age (Years)

'lhblcl.l: Stall hnqxxiion by lgc

I

84

l0r 2

2.38%

78.63%

2l -30

3l -40

51.60%ul24l.| 4l -.50

lL

5 t2

60:l 17.06%

0.34%

5l -60

6l -70

100.0096Total 3535
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5

50.o0%

45.@%

40.o0%

35.00%

30.oo%

25.OM

20.00,6

15.0016

10.00%

s.oM

o.oo%
21-30 31-40 41-50

Age Groups

51-60 67-70

rrIIrr -Ir

cog
o
CL

Eot,
Ie

Fgun LA: Salf hnpsition by,4ge

I .3 Staff compoaition'by Gcnder

'falfu 1.2: SullConprition by &nfur

39.0096tB79I Males

60.99962t562 Fcmalcs

100,0096Total 3585

1, 11t'sct rlrrltotl
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a Males

r Females

Figure Ll: flel|Compsition by Ccnthr
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2. EXTEND TO WHICH MOI TEACTilNG AND REFERRAL HOSPTTAL (MTRII)

HAVE COMPLIED WTTI{ ARTICI,E 54(2) OF THE CONSTMUTION ON

COMPOSITION OF PERSONS WTTTI DISABILITru

2,1 StafComposition by Persons with Disability (PWDS)

Tablc t.3: Stall bnlxxiion by Pcnons with Dinbility (PWDI

2.1.1 Composition of Persons with Disahilitv (PWD) by Nanre of Disabilitv

Grand Total

2.1.2 Composition of Persons with Disabilitv (PWD) bv E0micity

lalile 1,4: Salf hrynsiton l) Petsons with DisaM* (lWDs)

7

2 Toutl Numbcr of MTRH Employecs 3535

lI6Persons with Disabilitics
3.28%

I

7 7

LVisual

Heari

2

Chronic3

4

5
66Ph cal

Hearin

Mental

6
2s eech7
zs eech & Heari8

79Visual9
11510

62.07r,72KatenjinI
10.34%12LuhyaI
6.03%7o Kikuyu
6.03%7Kisii4
6.03%7Luo5
3.45%4Turkana6
2.59%3Teso
1.72%2Meru8
0.86%Kambal0

100.00%116Grand Total
Page 11of 116



2.1.3 Composition ofPersons with Disabitities (PWDs) bvAgp (Years)

Thtttc t.5: Cttttltosiion ol Pcnons with Dinbilities by ASc Ucefi)

50.oo% 58

45.00%

40.oo%

35.OO%

35
30.oo%

25.OO%

20.oo%

15.o0%

10.oo%

5.00%

0.oo%
20-29 30-39 4049 50-59

Age Groups

figure 1.2: Con4nsition of Penons with Dinlilitics by ,4gc

co
Uto
CL

E
o
L'
:€

>60

0.86%II 20-29

tt.2l%1.32 30-39

50.009658ll 40-49

30.179E.154 50 -59

7.76%95 >60

100.0096l16Grand Toal

S. No ,\qr'(itottlr \,
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2.1 .4 Composition ofPersonr with Disability EWDg) by G€Dder

Tallc 1.6: Conryition o[ Penons with Ditebility PI'lDs) by Canda

tMale

I Female

figux t,& bmryidbn of Pawx ttith Dinbility (PWs) bv Ceadcr

50.00r58I Male

50.0096582 Fcmalc

100.006Totel

lr, t
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9.i
2.43%

3814

I Pgsons with Disabilitics

2 Total Number of MTRH EmPloYecs

Nunrbr. r 'l'lt(Ptr.. . t,:,No l)r .. :r

THE FoLl,owING Is A SUMMARY oF PERsoNs WTIII DISABIUTY FoR THE I-{sT

TTYEYEARS

Tablc 2.1: Sall' b Penons witl '(PWDi2020

Tellc 2.2: ,ftell lsv Pcrsons *itlt ?WDs)2021

'fallc 2.3: Stafi' An Penous dth Di:zlility 0WDs)2022

Thllc 2.* Srall'br Pcnons fitl Dtatiliu' (PWDI2023

o

Teble 2.5: Stall l) Pcnons nilt (PWDI 2024

I Pcrsors with Disabilitics l16

35115

2 'Iotal Nurntrcr of MTIIII lirrrployccs 3788

95
2.sw

I l'crsons rdth Disabilitics

\urrrLcr "i, llcptr 'r ' ,'tl,No l)c', r't:,r:

2 lbLrl Nunrbcr o[ M'l'ItH Ettrployccs 3735

t04
2.78%

I Pcrsous with Disalilitics

r,',', llt Plc;tNtunlrcrNo ])cscrr,lrol

2 'lbu.d Numlxr ol M'l'lU'l I'hrrplolrc.r l'1665

ll4
3.1196

I Persons with Disabilitics

Nrrrrrlrcr f,', Iiclxcst :ll,rlrr,r\o l)t st ti1,rr '

\runbcr .,., I(L,l rr ( 5L t ll;r:r, ':N() l)crcriplr,,;,

2 'tbtal NurnLrcr o[ M'l'llH lin4rloyccs

Page14of116
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3 COMPOSITION OF THE BOARD OF MANAGEIVIEI{T OF MTRH IN
TERMSOF ETI{NICITY, AG& GENDE,R AND PE.RSONS WTTAI

DISABII.ITY

'l'he MTRH lloard of Managcment compriscs 9 mcmbers as listed bclow:

Tablc 3,1: MTRH Boanl Cotnposition

3.1 Composition of Board Members by Ethniciry

Tablc 3.2 of l]and Mcnlxn fifuieiry

57

No48KalenjinMaleChai4xnonMr. Sitoyo lnrnko;tit" MBS,I

No52KalenjinMaleCltief Ixccutive
Olliccr2 Dr. I'hilip K. Kirwa.

No5lMale K.ikuyuAlternate Membcro Mr. James M Ndungu
No66l,r-rhyaMaIeMcmberProf. Robert K Tenge4
No38KalenjinMalcAltemate MembcrMr. Meshack Koima

33 NoEmbuFcmaleAltcrnate MembcrMs. Peris Birichi6
No67KisiiMaleMembcr7 Dr. Ernco Nyakiba
No59KikuyuMalcAlternatc McmberDr. Miclncl Gichangi8
NoKalcnjinFemalcMembcrI Judith Jcrotich

\ \o Narrtc llrr r:.i l'osilr,irt (lcltrlcr l'ltlrni< ilr l'\\'l)

44.M964KalcnjiuI
22.Z2*,2Kikuyu2

l l.l 196IEmbu
n.ll%ILuhra4

ll.l196IKisii5
100.0096IGrand Total
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22.22%2l 30-39

lt.li962 4049

U.44.ft43 s0J9

22.22%24 >60

100.001rGrandToal 9

\ rlrll,, I i. ;rr r. s([t;(tottr\ \ ,.r

3.9 Composition of Board Memben by fue

Tzbb 3.J: ofBoznl Mcnlxn

45.@%

4A.OO%

30.00%
2222%c

.92s.oo%

o
920c
o
$rs

0096

.oo%

10.00%

5.OO%

0.00%
30-39 40-49 s0-59 >60

22.22%

11.11%

I
Age Groups (Years)

ligm ,7.1: &ntp.eitiott ol lbanl Menkn by Agc
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77.78%7I Males

28.5796.)2 Females

100.0096Total I

\'\ ,\qr'(i:rxryrs (\, ' ',', Il( I )r 
( \r i rl, rlir )ll

8.3 Composition of Board Members by Gcnder

Tel)hel ofBoadlk&n Gcndq

t Males

I Female

WE S-g Cmposlrlm dBed MebB bY C*ada
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4 THE COMPOSITION OF EJ!{PLOYEES AT SENIOR MANAGEIVTET'{T,

MIDDT.E'LE\rELANDLOWI,E\rELCADRESINTERMSOFE-IHNICITY,
AGq GENDERAND PERSONS wTfll DISABILITY (PWDs)

4.1 SENIOR MANAGEIVIENT LEVEL STAFF

'l1crc arc a roral o[ 97 srall irr rhis lcvcl. 'l'his incorporatcs thc Chicl'lixccudvc Olliccr (Cl']O)'.Scnior

Directors, Directors and Hcads ol'Dcpartlncnt (Hof)s).

4,1.1 Composition of Senior Management by Ethnicity

Thblc 4.0: Contxxttivt of .latior Mattryenu b [tlniity

ligun 4.1: (hnlnsitittt ol ,9cnior Mamgcntcnl b; I:'tluticitr'

50.00%

40.0@6

30.00%

20.00%

10.00%

0.00%

19.59%

8.25% 7 22% 7.22%
r.o1% 1.O3% 7.O3% L.O3% 7.O3Yo

""." 
5,.* a.t"

45.36X44I Kalenjin
19.59%192 Luhya

8Kikuyu

74 Kisii

8.25i;

7.77%

7.77%

75 Luo

5.15X56 Masai
2.06%27 Teso
1.03%18 Kamba
1.A3%19 Kenyan lndian

1l0 Meru 1.031

1.03%1Non Kenyan

1.03%1t2 Turkana

100.00(697Grand Total

I't Ir..rt:r{r !i } 1ir'l'-lr\Nurtrlrcr

I

S.No l'ltlr tr ir rtr
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4.1.2 Composition of Senior Management by fue (Years)

'fablc 4.l: Con ol' SeLictr Matagtncnt b (Yan)

7.2t%7r 30-39

s4.63%532 40-49

37.tt%
363 50-60

100.00%97Total

60.oo%

50.o0%

40.o0%

30.00%

20.oo%

70.00v"

o.o0%

7.21%

t

h

s4.63%

40-49

$_
37.77%

50-5030-39

ttqurc 4.2 (bnttxtsitiut ol .futior Managcntcnt br Agt (Ycats)

4.1.3 Composition of Senior Management by Gender

Tablc 1.2: (bnrytosiion ol ,\lrnir Manag:tncnt by Gadcr

68.04%66I Malc

31.96%3l

r00.97Total

2 lcuralc
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r! Male

t Fcmale

4. I .4 C,ompo:ition of Senior Management by Penons with Disability (PWDs)

'lhltte 13: o[ htior Lr Pcnux dtlt

4.lWo
4

97

I Pcrsons with Disabilities

2 Total Numbcr of Scnior Manageme nt
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4,2 MIDDI.E',LEVEL

There are a roral of 1638 stallin this level. This incorpontes the Tcchnical and Corporate StaII M'IRH 2'MTRH 8)

4.2.1 Composition of Middle Lvd Staffb,y &hdcity

Tabla 4.1 Conpsibn of Middle Levd Salf by Etlnicity

65.57,,1074XalenJinI
10.26X1682 Lrdtya
s.07,683KiknynI
5.07r834 Luo
4.401672Kisii5
3.11tr5't6 Masai
1.53X75Turkana7
1.72%20I Kamba
1.04%17Meru9
0.79%13Tesot0
o.61r(10Mijikenda1t
0.43%7Kenyan Asianl9
o.43%713 Non Kenyan
0.24%4t4 Kenyan Somati
0.06%1l5 Bajuni
0.06lr1Kurial6
o.06%117 Pokomo
0.06961Samburu18

100.00961638GrandTotal
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4.9.9 Compositioa of Middle Lcrrcl Statr by Age (Years)

Thbb 4.5: bntncilon ot Middle levcl Sall b' *e

58
50.oo%

50.00%

co
IJo
tro
o
o.
0,
c.
ls

40.@%

.oo%30

20.00%

10.00%
0

O.OO9/o

20-29 30-39 40-49 50-59 >60

frgule ,1.4 htryasitiow ol Miklh Isrl ,falf by ,4ee
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0.67%11t 20-29

15.44%253I 30-39

58.85ltr9U3 40-49

24.23%3974 50-59

o.79%13.5 >60

100.00951,638Total

.' 'No ,,\ri,. , ,r'orrlrs (\i rrr s)
,','. ltr Jrr, rr rrrrr!ir,Il



4.2.3 Composition of Middle Lcvel Staff by Geoder

Table 1.6: Corynition of Middh lzvel Sall by Ccnder

17.11?l,

62.6r%

r,ale r Female

llsure 4.5: htnpsition of Middh Lcrcl Salf bv Catder

4,9.4 Compositiou of Middle Lcvel Staff bv Persons with Disabilities fWOsl

hble L7: htrynsition of Middle lauel Salf by Penots *n' p;t'b;1l1iss PWDI

37.1SYo612I Ma.le

62.63%r0262 Femalc

100.00961,638Total

lrl,rllr )li\urrrl,t tS,\I \i rr st

2.8196

1638

46I

2

Pcnons with Disabilities

Totel Numlrcr of MTRH Middle [.cvcl Employecs
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4.3 I-OWI.E\rELCADRE
Tlrcrc a rotal of 1800 srall ar dris Ie vcl. This inco4xrntcs olxrariorml arrrl auxiliary stall (l\'ffRH 9 - MI'RH 16)

4.9.1 Composition of I-ow Level Cadre by Ethnicity

Thble 4.8: Coulnsiion oflov Lacl Lhdrc ll'il]nioll'

5

7

68.83%KalenJin
9.33%Luhya
s.00it

2

3 Luo
4.83%

4 Kisii
3.94%Kikuyu
7.06%6 Masai
1.72%Turkana
1 .33%

8 Teso
1.28%9 Kamba
0.56%

1739

t0
23

90

87

71

37

31

24

168

t0 Meru
0.50%9ll Mijikenda
o.27%4t2 Samburu
0.17%3l3 Kuria
0.1 1%2l4 Embu
0.06x1t5 Kenyan Somali
0.06%l6 1Nubian

100.00961800Grand Total
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4.8,2 Composition of Iow Ierlrel Cadre by Age (Years)

Talile 4.9: bnpsib:on of Inw latt hdft by Agx

[igulx 46: Corytoition otLow &drc SNlby Ap

Composition of Low Lerd Cadre by Gender

Tebh 110: dlow lcrct Hte Cdtdcr

ears

t.E9tuI 2(t.n

33.67I6062 30-39

46.06r.8293 40-49

18.17tr,3274 s0-59

0.229645 >60

100.00r1,800Graud Total

50.00%

45.m96

40.00%

35.0096

30.00%

2s.fi)96

20.@%

15.@%

10.00%

5.0A16

0.00%

t
IIIII r

Eo
o
co
o
Cl.o
d
it

>6050-5940-4930-3920-29

1

70t 8.9496I Malca

61.0696r0992 Femalcs

100.00961,800Total

\rrrnt,S,,No
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. FEMALE

r MALE

figw 17: hapition dlott CilE Sbf U Gcdcr

4.3,3 Composition of Ipw bvel C,adrc by Penons with Disability (PWDS)

'lal* lll: d lnv btel C.adrc by Pcmns ;ith (PWDt)

3.67x
I

2

66

r800

Persons with Disabilitics

Total Number of low kvcl Cadre

l(, l, r. st ttt,rlir,tr\.\, l, , r 1!)
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5. THE TOTAL NUMBER OF PERMANET...IT AND PENSIONABI,E STAFF
EMPI,OYED IN TI{E I"AST THREE RECRUMMENTS AND THEIR
REPRESENTION IN TERMS OF E.THNICITY, AGg GE}..IDER AND
PERSONS WTI}I DISABILITY;

5 (a) Moi 'lteching urd Rcferra.l Hospital rrcruited a total of sixty ninc stall (69) stajl in the lut tluec recnritnenls as

analyzcd below;

5.1 Composition of staff recruited by Ethnicity

Ihlilc 5.lA of rcauicd sall

33I

2 8

.r. 5

4

Xalenjin

Luo

Luhya

Kikuyu

5

45 Kisii

6 4I$cru

Embu 27

28

9

Kamba

Turkana 2

Kenyan Aian 110.

ll lvlasai

1t2. Mijikenda

r3 Teso 1

00 0096

7.75X

17.83X

1 1 .59r

7.?.5%

5.80X

5.80%

7.90%

?..9096

2.90%

1.45%

1.15%

1.45%

1.45%

69Grand Total

60.00%

50.00%

40.@%

30.oo%

20.00%

10.00%

0.00%

"".- 

," .n"...*

47.81%

L7.59%

2.9O% 2.9O% 2.9O% 1.4996 1.45% 7.45% 7.45%

...tt +9o
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figue 5.il: Conpositon of rccruitcd srall'b1' Dluih'

6.1 Compost'tiott afrccniud saffbyAge (Ycefi)

'l'abk 6.11: Cot n r{ n'cruitcd sal[ bf Agc

15.94%1l| 20-29

63.7695442 30-39

18.8496l33 40-49

t.45%4 50-59

100.0095Grand Total 69

\r. .\-. (,t rrr;'.,\t.rrs) \tttrti,, r
('i, I(, I,rr'\("I Ii,I I|' 

' 
iI

co
o
co
Eclo
d,
iQ

70.oo%

60.00%

so.o0%

40.00%

30.00%

20.00%

10.00%

0.00%
20-29 30-39

7A.84%

1.45%

Ase Grouos (Years)
Fgan 6.12: hnlnsition ol Recruitcd ,fitalt by Agx-

15-94%
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6.2 C.omposition of rccruircd shf by Gcnder

Tel* 6,lt: hnposiba of twuited satr lry Gcndcr

r FEMALE

I MALE

figm 6t3: CmPitiu d MnH flat b Mer

6.8 Composition ofresuited staffby Persons with nisability (PWDs)

Tallc 6.13: bnptition of ruruicd nll by krar with Dinhility PIilDs)

s9.4M4lI Femalcs

10.5896282 Males

100.08Total 69

\rrr,rlr, t'''\,r (,t rrrlt r

1.15%
II

692

Persons widr Disabilitics

lbtal Number of Recruited stall

S.\., l)t st r ilrliott f i, llL pr ,',
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Iu dtc previous prescntation to thc cornrnittcc on national coltcsiolr artd cqual opportunitl'on SIst augusl.

2023 in grand Royal I,lorel Kisurnu the ctluric tlivcrsity lbr thc rlorninurt conrlnuttiLy w:r-s 67.15% thc

curcn( as at Novcrl[er 2024 tJtc ctluric Divcrsity lor tlte dotnin:urt cotrttnunity is 66.6995

As shorvn lrclow:-

COMPARISON OFTHIi PREVIOUS PRIISENI-.,{|ION OF 2023 AND'I-I{Ii 2024 RI']PoI{I- ON

TTHNIC DIVERSI'I'Y OF S']'AFT RIi,CRl III'ED

65.62t;I 67.15%i(atenjin

2 11.05%Luhya 10.u%

5.12%3 5.65%Luo

4.70%4 5.10%Kisii

4.61%5 Kikuyu 5.161,

2.63*6 Masai 0.85%

1.6'tx,, Turkana 0.87%

1.24%8 1.36%Kamba

1.10%9 0.55:tTeso

l0 0.98% 0.79%Meru

11 o.54%Mijikenda o.41%

t2 o.23%Non Kenyan 0.72X

l3 o.19% 0.20%Kenyan Asian

t4 o.14%Kenyan Somali 0.08%

l5 0.14%Samburu 0.11X

l6 0.1 1XKuria 0.08%

t7 0.06%Embu

l8 0.03t'Bajuni 0.03x

l9 0.03%Kenyan lndian

20 0.03%Nubian 0.03%

21 0.03%Pokomo 0.03%

100.0096Grand Total 100.00%

Page 30 of 1 16



Through tlre advertisement for recruiting trfty (50) Nurscs the managcment took into consideration the

' p.omises it made in 2023 to consider the ethnic balance, marginalized groups and Persons with disability

wc got nurses from marginalized regions in a concerted effort to work towards having a balanced

.workforce
We got nurses from Meru, Ernbu, Kikuyu, Lero, Luhp , Turkana and other area as indicarcd below:-

47.$A33T Kalenjin
11.59r82 Luhya
7.25X53. Kikuyu
7.25X54. Luo
s.80x45 Kisii
5.80%4A eru6
2.90tr.2Embu
2.90r.2Kamba8

2.90*,29 Turkana
1.45%1l0 Kenyan Aian
't.45fl1A{asaill.
1.45%112. i\,tljlkenda
1.45ff,1l3 Teso

100.009669GrzndToaI

Page 3l of 116



6. THE TOTAL NIIMBER OF CASUAIS, TEIVIPORARY AND
CONTRACTIIAL STAFFS SER\rING CTIRRENITLY AND TI{EIR
REPRESEI\TTATION IN TERMS OF ETIINICITY, AGE, GENDER
AND PENSONS WTTI{ DISABIIITY.

6.I Moi 'ltachirrg a-rxl Rclcrral Hospital has a total of filiy ts'o stall (52) scryirrg on sltod tcnll conlracts

as analyzcd be lorv;

6.2 Composition of Contracural staff by Ethnicity

'lhNe 6JA c,f antnctual stall' Nluricity

52

70.00%

60.00%

50.00%

40.00%

30.00%

20.owo

10.00%

0.00%

9%

17.54%

KALENJIN KIKUYU ruo

% t.gz% t.gz%

E Series2

KENYAN

SOMALI

Ethnlcity

fi$tn 6,il: Conposition of anuactual stall'lty Dlnicill'

57.69X

17.31%
30

92

XALENJIN

KIKUYU

11.54%
3. LUO

5.77%

6

34 KENYAN SOi\AALI

3.85it25 MASAI

1.92%
6 KA}ABA

1.92%

1

17 KENYAN ASIAN

100.0096Grand Total

Nrrnrlrcr i(,.|,:r., t ,rrt,rt) \, LIir r r; i:t
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15.38968I 20-29

69.23%36, 30-39

13.469573 40-49

1sw6I4 >50

100.00e652Grand Total

\ -\rtt ( r .,;' t\1

6.3 Composition of corra.tul sgffbyfue (Years)

Ta[* 6.11: da otalmlf b

Fgue 6,12: Conpsition of bnnctual Salf by Agc

1s.38%

70.@%

60.oo%

s0.00%

40.00%

co
{
co
g
oo
d,
rt

30.o0%

13.15%20.oo%

10.00%
t.92%

0,00%
>5030-3920-29 40-49
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25.0096l3I licnralcs

7s.0w6392 Males

100.0096ToaI 52

(','r llt lrt c'ctit;Lliolt\ \, t,.:r1

6.4 Composition of conEacord sbff by Gender

Tablc 6.12 hmpsition ol'anuacnal stalf by Genlcr

Egn 6,13: hapitim of condacnnl fuf by Gcder

6.5 Composition of contracaml staffby Persons with Disability (PWDs)

llrcrc is cunen$, no ?enots with Disabilitl' OWDs) scnig on conraclual lcnns ol rcn'icc

B Females

! Males
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Staff on short term contract frarnework are reflecting the face of Kenya as shown in the table belom-

57.6%30XALENJINI
17. 1%92 nxuYlJ
11.54%6ttx)3.
5.779634,. ENYAN SOMALI

3.8525 ilASAt
1.97%I6
1.97%17

t0rttBA

KI}IYAN ASIAN

100.009652GnndToul
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7. RATIO BET\VFTI\I THE NATIONAL POPUI,ATION AND
FI\,IPLOYMENT PROPORTION IN MTIrH
(LINDERREPRESENITATION & OVERREPRESEIVTATION) AS

PER 2OT9 POPUI-ATION AND HOUSING CENSUS

'l'[c tablc bclow lrrcscpts :ur analysis ol fhc ratio bctrveeu tltc National PoPulat.ion and

I,)mplolnncnt Proportion in M'I'RH per lithnicity.

'table 7,1: Ratio lxtttcot Netiatal tion and in nflRll

No FcA B
53.259[t3.ll7%6,3.18,1l3

ED

66.6YoKalcnjin 2355
4.31%14.35%6,823,842355 t0.04t6
4.694,6011,910 I lr.gtq,5.129[181
-0.98%.5.(ill%2,703,23s4.70%

2

3

4

Luhya

Kisii

Luo

166
-t2s296l7.l3e68,148,6684.6t*5 I(fiuyu 153
0.14961,189,522 2..t0%Maasai 93 2.63%6

-0.53962.14%t,0t6,t7457 l.6l%'l'urkala
-9.419(10.6.tx,5,066,966t.249('

7

8 44
4.1296t.22q,l. 10969

IGmba

'l'cso 39
€.36%4.15q)

578,000

|,975,869l0 0.79*,
4.69965.23e1,2,488,6910.54%ll

Mcrr

Mijikcrrda

28

19

0.2:t%t2 Norr Kcnlanr 8
0.0r9690,527 0.1!&,0.20%l3 Kcn).an Asial 7
{.51960.65%0.t4% 310,327l4 Sarnburu 5
-5.7t%.r.t|.5%,2,780,s02l5 5 0.t4%Kcuyan Sornali
-0.55r0.66960.ll% 313,854l6 Kuria 4
4.46yr233,000t7 Bajuni 1 0.03%

0.04% -0.019621,0000.03%l8 Nubial 1

-0.2t%0.24%0.03% I t2,07 5l9 I'okomo 1
.4.79%0.85.E0.0696 404,80120 limbu 2

0.03%2t Kcnlzrr Iudian I
3,535 100.0096
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8'sTATUsoFCoMPLIANCEoF.THEINSTTTUTIoNWTTHSECTIoNT
ON TTIE NATIONAI COHESION INTEGRATION ACT, 2OO8 AND
ARTICLE 252 (L) (II) AND (I) OF THE CONSTITUTION, TNCLUDING
TI{E EFFORTS MADE BY THE HOSPITAL TO ET'{HANCE

COMPLIANCE

8.1 Compliance with Article 232 (l) of the Constiurtion, 9010

h) Fair competition and merit as the basis of appoinunents, promotions and rainings

N{TRH has various policy guidclines that guidcs on appointment, promotion and

tr aining.

i. Advcrrisernent is donc and widely circulatcd through MyGov, I Iospital website

and various social rncdia platf<rmrs. In our advcrtisetnent we clearly point out that

rnargin:rlized, spccial groups are encouraged to apply and that no fcc is chargcd ar

any level of recruitnrcnt Proccss.

ii. while carrying out promot-ion we tale into considcration years of sewice,

perfonnancc dcvoid of any valid disciplinary mattcr'

iii. Appointrncnts and promotiorx are implemented in accordance t'ith thc Irutitution's Career

Guidelines for both Corporatc and Technical Jobs'

iv. Qualifications for appointrncnt to any position in thc Hospital are dctailed in dre career

Guidelines for bodr Corporatc and TechnicalJobs'

v. Common Cadrc I'romotioru as per I-Iuman Resour:e Policy and Ptoccdurcs Manual

and as per MTRH Carcer Guidclines.

vi. 'I'her c arc various policies to guidc on appointmcn! training :rrd advancement.

lrnplcmcntation is done cquitably across considcrations of gcndcr, age, ctlnicity and Pcrsons

With Disability and marginalized cotnmunities'

I. Compliance with National C,ohesion and Intcgration Act of 2008'

a. MTRH rcports annually to dre Directorate of National cohcsion and values on thc mcasures

take n anrl prugr."r, 
".hi"u.d 

in thc r.calization o[ thc Nationa] values and Principlcs of

Governancc.

b, MTRH capturcs the taryet of National Cohesion and Values in the Annua,l Pcrformarrce

Conbacts.
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9. THE CHALLEI\IGF-S THE HOSPITAI- HAS FACIiD IN ITS
BID TO EhIHANCE DIYERSITY OF EJVTPLO]EES AND
THE MITIGATION MEASURES TO CURB THE
CFIALLENGLS;

I. CHALLENGBS

a) M'I'RH [,ow ca<lrc jobs forrncrl a bulk ol' r]rc stalling population duc to low salary al

t]lc formadvc stagc. As a rcsult, most ol thc applicants during this tinrc ncLc ftont thc

local cornmunity.
b) 1b compty with labour [aws, the Hospital gradudly absortrcd cuuals into pcnnancnt

and pcnsionablc tcnns ol'scn'ice'

c) Most ol'the loucr ca<lrc advcrliscmcnts did not attract al4rlicatiorx lront dit'cl'sc

backgrounds rbc to krw salary and devolution.

d) sornc prospcctive cmplolccs liorn Marginalizrd areas did not take up aplrcirttrnents and

wltentltcy acceptcrl tltcy only sral'cd for a short stint bcforc tlrcy rcsign tficir positions'

e) Wc 1ir.ed tlyo r)ulscs onc lrorrr Luo in drc currcrrt tccruilrttcrll. .uld hc tlct'littctl arrrl also

arrodrer specializcrl uur.sc was hircd iu 2023 rcportcd and resigtrc,l iftcr onc rt'cck.

Exarnplcs includcr
i) Patricia Warnbui (iithunguri - Snr. Rcgistcrcd Nursc (Nconatal)

Rcsigrred al'ter onc wcek of appointrlrcnt

Filc Nurnbcr 8163 id 285529727

Mobilc; 07%604618

ii) Allan liliunbi - Nursiug olliccr

Declinecl thc apl)oin[ncnL

l<l:2872240O

Mobilc; 0713613888

U. MITIGATINGMEASURES

a) 'l'hc Hospital Marragcrncn( no longcr ctgigcs Ciuuals.

b) M'l'RIf Salart' antl allouatrces has sincc ilnprorad a-s al4rrorcd by S;rlarics an<l

llcnruncmtionCornrnission (SRC).

c) Thcrc is sccurity ol' tctrurc i.e. cmployccs upotr succcsslul scrlicc orr six (6)

montls probationary pcriod arc confillnc(l in appointncnt.

d) .!ob vacancics arc advcfliscd widcly wltcncvcr thcy arisc tlrlouglr MyGor',

Hospital's wcbsitc and mcdia platJbltns.

e) M-I'RH lloar-rl has al4rrorcrl lJcarlhunting ol'Slrccialist n{rcn job arh'ct liscrncttls lail ttr

atl-ract applicanLs.
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f) To make MTRH a preferrcd employer, Management has mken the following steps;

. Sal[ Career Adr"ancemcnt through fair promotions and tnining opPorunities'

r Reco$ition of Tnde unions and providiru cmployces with a right to volunarily lin
union of their own choice.

o Weekly 6kms Hospia-l Management Team meeting/rounds'

o Holding meetings with stafl in fon such as SuI[ Opcn Day/Wo* Councils.

o The Hospitrl Management practices Open Door Policy

o Devoha Human Resource visits.
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10. MEASURES PUT IN PI.ACE,'I'O PROMOTE PERSONS LTVING

WTITI DISABILITIE.S IIRIENDLY WORK ENVIRONMENT;

Measures put in placc include:
i. Appointcd Disability Mainstrcaming Cotntnittcc irt placc.

ii. Appointc<l Disability Assesstucnt Cotulnittcc in placc.

iii. 1'[c lrospital lns procurcd a total six (6) nrotoriz-ctl whcclchairs to PWI)s to ca-sc

Itrovcrncnt wid u and outsidc workplacc.
iv. Procurcd guidcd w-alking srick ft,r onc ttrclrlbcr of stall (blilxl)'
v. Procurcd hcaring aids ft>r scvctr (7) nrcnrbcrs rvitJr hearing iutpainrlcnl"
vi. Rcscncd parking spacc lbr ['\\'l)s.
vii. Providc signagc's fol PWDs oIt Lltc usc ol'rarnps'
viii. 1'hc Hospital havc a total ol'r.hirty (30) rncrnbcrs of staJl uained on Sigrr L[rguagc t<l

assist both st;rll and patictrls undcr PWDS.
ix. Cory:oratc Servicc Dclivcry Chartcr in Br;rilc.
x. Accelerated prornoLion for a utcmbcr o['stall'untlcr PWI).
xi. Implenrcntation of Personal Guidc lbr Public OI[ceIs l,iving With Disaltility

Circular Rcl. SRCII'S/DRRPS/3/26 VOl,. V (88) datcd l7n Decetuber, 2014 anrl

SRCfl'SACPWD/I/I8(80) datcd 26n Augrrst, 2019 payablc as part ol drc nronthly

rcruuncration to tltc PWDs.
xii. Uscr fricndly toilcb Ibr P!Vf)s.
xiii. Facilitatiol ol'pcr dicqr irllowurcc a1d transJrolt lbr urellbcr ol' stzr.ll' (PM/D) goipg

lbr asscssrnenl, rcncwal of thcir ccrrilicatcs an(l 'l':x I')xcmption Ccrtilicates.
xiv. Rctcntion of one tncrttbcr ol'stall' (PWD) at Incorne Gcttcrating [rl t whilc odrcl d<r

ycarly rotation - Viola Kiplirno.
xv. 'l'raining opportunitics ,Sen[ onc mctnbcr o[ stalf undcr PWD lbr t]rrec (3) Inont.hs

training at NITA (lhiloring coursc Hcllen 'l'oroitich)

xvi. Support PWD in nrc<lication alicr cxhaustirxr o[ nrcdical cover. (\/iola Kipliuro and

.foscplrat Munpra).

Thc Hospitat is dc<licarcd to crDpowcring Pcoplc with Disabilitics (PWDs) to lirlly
p;uticipatc in tfic socicty. 'l\is has bccu rcalizctl by using thc lauguagc tltat rc{lccLs our

i.rp".i for PWDs. Firit an6 lbrcurost, wc tlcat tltclt witfi dignilt' and rcspcct rvltctt

intcracting witJr tltcttr, wc lbcus on thcir abilitics not tlrcir disabilities'

PWDs arc uniquc individuals who havc a wci th ol'knorvledgc, skills, talcnl.s, inLctcsls attrl

cxpericncc r}at idd trerncndous {iversity, rcsourcclulness and crcativc cnergy in thc socicty.
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I I. INSTMUTIONALPOIJCTON STAITTRAININGAND DEVEIOPMENT

The Institurion is suided by MTRH Human Resource Policy and Procedures

Manual August 2018, MTRH Capacity Development Policy, Awust, 2017' Ministry

of Hcal0r Traimng Policy, May, 2016, MTRH Training Needs Analysis,

Government Circulars that are in place or as may be promulgated from timc to time.
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12. INFORMATION REGARDING TOTAL NUMBER OF STAFF TRAINED
FORTHE T.ASTTHREE HNANCIAL YEARS IN TERMS OT MHNICITY,
AGE, GENDER AND PERSONS WTITI DISABILITY.

l2 (a) STAIF RELEASED FOR TRAINING IN THE 2021/2022FY

'llrcrc wcrc tl rty tlv() (32) surll' rclcasc<l lirr U aining in itc 2021/2022linancial yc;r,r as

anzLlyzcd bclow

Tzk nA Composition o/'stall't eteased /iz'rtztitiryin 2021/2022 lry Erlttticiy

4
t

'faNr 12.1: Cont ol'stall)clcascd li,t' tt;itti tg h 2021,/2022 b 17'catl

53.t25%Kalcrriin
t2.5x,

t7

4Luhya
9.375C,Kisii
6.25%2Kikuy,u
6.25%5 Kamba
6.25.frI(; Luo

3.125%I7 Kenyarr Asian
3.tzs%

I8 Forcigncr
1009632Grand Total

3.t2s9(II 30-34

34.375%ll2 35-39

28.t25%93 4044

t5.62s%54 M-49

t8.759(.(i.) 5UJ4

100.0095Grand Toal 32
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19.8.1.1 Composition of staffreleascd for trahing in 2091/9022 by Gender

T.& 12* { sall'nleased for C*nder

12,8.1.2 Compositim ofstaff r€lcased on t'aining in 2021/2022by Persons rryith

Disability(PwDs)

Nob
?lrcrc was to Penons witl Dinbility (PWDI oainql in tk yeat

b) STAIF'RELEASED IOR TRAINING IN THE 9099/909.9FT

There were twenty seven (27) staffreleased raining in the 2022/2023 financial year as

andyzed bclow

l2l: fupositioa of salfnhzscd on dainiasil fr299023W by Ebaicity

Te& l2O Compaabon afsilf ttkased on miilteh 2022/9023W by Etln*'iy

62.s%Male 20

37.5%t2Female2

100.00rTotal 32

\rrrrrl,t r(lt rr r,

62.gcDGt7I Kalcnjin
ll.l2r3I Luhm
7.4W,2Kisii3

3.7W4 Kikuyu
3.7W5 Kamba
3.7WIL,uo6

3.7WoI7 Kenfan Asian
3JW6

I8 Foreigner
l00r27Grand Total

"i, Ii t, .'\trrrl,.:j I 'rr tr r',s
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Tttb l2l:

19.3.1.1

Tel* l2-*

ol'sall'rcleesed on in fr22/2023 (Yeats)

Composition of saff released on training in 2029/2043 by Gender

ol sdll'rclcascd on knder

Composition of staff released on Uaioirrg i! %2%20%lbyPersons with Disability

GryYDs)

httu t2t* of sallrcbzsl on b202W23 Penou rvitl Didikr PWDs)

3.70*,Il 3034
22.2W662 3&39
40.759[ll3 40.,/
11.11%34 4A4A

lr.ll963.t 5G54
I l.l 19636 55.59

100.0096Grand Total vt

M.44X'L2I Male

55.5696l52 Fcrnalc

100.0096Total n

ll.nE3

272

Persons with Disabilitics

Total

llliiir ( )1t\ttnrlrr\.\,, I )t scr ilrlroIt

fue44ofl16



C) STAFF RELE.{SED TOR TRAINING IN TI{E 9093/90%FT

There were twenty seven (27) stall releascd on training in rhe 2023/2024 fnancia.l ycar

as analfzed below

tLt: hmposthbn of satrrclcasd aa daiaingil fl2,y20%Ff by ftaaicity

Tr& tzb bmpgtion of satrrckzrcd on aainins in 202y9024FY by Mnaty

Tebh I2l: of salfrclcscd otz infl2"W24 b (Yeats)

19.3.2 Composition of staffreleased on ta$',illg in 2A28/$2tL by Gender

l'ehh 122: of stall'deascd att Gatdcr

64.1WoKalcniin 20I

9.68&32 [,uhra
9.6896ho3

6.45x21 Turkana
6.45%Kikuyu 25

3.2W66 Kisii
IW8lGmndTotal

3.2.396t 25-29

6.45%22 30€4
22.58%73 3s-39

4t.93%l34 40.r',4

16.13%55 4549
9.68%36 50-54

100.009631Grand Total

, \rt t ir 0rrI.
(),.rJ "; l{r I)r( t( lllil(1,,\ls.\( )

Malc
Femalc

Total

l3
l8
3l

41.94%

58.06%
r00.0096

I
2

S,,NrI 1'; It('1, (ricl llltl lt )r I\tttrrltr.r( It rrrk r
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composition of staffreleased on u-ainin8 in 202sl2024bvPersons with Disability
(PWDs)

Talb I l.l* ofsel[ rclcasd on

I Pcrsons with Disabilitics

2 'Iburl Number

h 202i1t2094 Pctvtts tvitlt IPWDI)

2
6.45%

31

\ r rrr rlrcr\ \,, l) ., rrl,ri,,r

o

fue,f6 of I l6
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LA.I(E VICTORIA NORTH WATER WORKS DEVEI-O[''MEN'X- AGEI.IC](

SUMMAITY OF ETHNIC DISTRIBUTION

Sl\lO Ethnicity Number of Staff 06 Distribution
I Embu 1 7.6

2 Kalenjin 11 17.2

3 Kamba 2 3.1

4 Kikuyu 7 7.6

5 Luhya 38 59.4

6 Luo 9 14.1.

7 Teso 2 3.1

Total & 100.0

Compliance stafus is 40.60/o i.e. above the requirement of 3070

GENDER DISTRIBUTTON

/

Compliance status for Gender is 28.1oh

DISTRIBUTION PER AGE

s/No Gender Number of Staff % Dishibution
1 Male 46 70.8

2 Female 18 27.7

Total 64 98.s

SAO Age Group Number of Staff 7o Distribution
1 18-35 79 29.7
2 36-49 30 46.9
J 50-65 15 23.4

Total 64 100.0



i.,TI(I] VIC fOI{IA NoI{T}I WAI'EII WoRKS DEVEL0PMEN'f AGENCY
(J Ii.A PH ICA L PR E5 ENTATION OF S A FF CoM POS I1'ION

Ethinic Distribution

TALENJII! (IKUYU

Gender Distribution

Distribution by Age

t-uo lTso
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LAKE VICTORIA NORTH WATER WORKS DEVELOPMENT AGENCY

COMPOSTION OF PERSONS WTTH DISA,BILMES IN TIIE INSTAUTION

Compliance requirement ie sVo

NAME TERMSOFSERVICE GENDER
OF
DISABILITY

NCPWD
REG.NO D.O.B SCALE ETHNICITY

Holdm George
Makok.La

Permanent and
Pensionable Male Physical NCPWD/P/6184 7t/s/1e83 7 Luhya

Total number of Staff of the .A,gency is 64

Extend of Compliance ia 1.560lo

v



S/NO Ethnicity Senior Level Middle Level Lower Level

1 Embu 0 1 0

2 Kalenjin 2 6 3

J Kamba 2 0 0

4 Kikuyu 1 0 0

R Luhya 6 22 10

6 Luo J 4 2

7 Teso 7 1 0

Total 15 34 15

Compliance Level 6o0/o 35.29o/,' 33.30'7o

(

LAKE VICTORIA NORTH WATER WORKS DEVELOPMENT AGENCY
SUMMARY OF DISTRIBUTION PER LEVEL- ETHINICY, AGE & GENDER

Distribution b Ethnici

All levels are within the 3006 recommended compliance level

Distribution Gender

Senior and Lower levels is slightly below the 30(%r recommended compliance level

Distribution b A e

S/NO Gender Senior Level Middle Level Lower Level

1 Male 1.2 23 11

2 Female 3 11 4

Total 15 34 15

Compliance Level 20,t/r, 32.300h 26.60t\,

S/NO Age Group Senior Level Middle Level Lower Level
18-35 1 74 4
36-49 10 15 5
s0-65 4 5 6
Total 15 34 15



LAKE VICTORIA NORTH WATER WORKS DEVELOPMENT AGENCY
GRAPHICAL PRESENTATION OF DTSTRIBUTION

Ethnic Distribution Per Level

25
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5

0 L I&.*
Embu

IE
(ikuyu

r Mlddle Level

L
Kalenjin Kamba

l Senior Level

Luhya

I Lower Level

t*
Teso

Gender Dishibution Per Level

Luo

Lower Level

25

20

15

10

5

0

(

Senlor Leuel

Age Dishibution Per Level

Middle Level

I Male r Female
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LAKE VICTORIA NORTH WATER WORKS DEVELOPMENT AGENCY
STAFF EMPLOYED IN THE LAST THREE RECRUITMENTS

ETHNIC DISTRIBUTION
S/tIo Ethinicity No.of Staff o/o Distribution

Luhya 1 33.33
Kaleniin 2 66.67
Total 3 100

Ethnic Compliance level was above the 30% requirement i.e. at 66.60/o

GENDER DISTRIBUTION

Gender compliance was at 66,5Y0 i.e. above the minimum requirement of 30uln

Ethnic Distribution
2.s

2

1

0.5

0

1.5

0.5

Luhya (alenjin

Gender Distribution

0

SA.{o Gender No.of Staff 7o Distribution
Male 1 JJ.JJ
Female , 66.67

Total 3 100

III

Male Female



SUMMARY OF TEMPORARY STAFF DISTRIBUTION

Distribution by Ethnicity

s/No Ethnicity Number of Staff Yo Distribution

1 Kisii 1 5.6

2 Kalenjin 6 JJ.J

3 Kamba 7 5.6

5 Luhya 6 33.3

6 Luo 2 11 .1

7 Teso 2 11.1

Total 1E 100.0

Ethnicity Compliance is 66.60/o i.e. above the requirement of 30%

GENDER DISTRIBUTION

s/No Gender Number of Staff Yo Distribution

1 Male 72 18.5

2 Female 6 9.2

Total 18 27.7

Gender Complinance status for Gender is 33.3% i.e. above the requirement of 30Yo

DISTRIBUTION PER AGE

SAO Age Group Number of Staff % Distribution

1 1,8-29 8 44.4

2 30-39 10 55.6

J 4049 0 0.0

4 Above 50 0

Total 18 100.0



GRAPHIC PRESENTATION OF TEMPORARY STAFF DISTRIBUTION

Ethnic Distribution

E

6

5

4

3

2

TI
l(isii Kalenjln Kamba Luhya Luo Te!o

Gender Distribution
14

2

l0

8

6

2

4

0

Male Female



es
LAKE \J/lc:-ro FtlA t{ OFa-r- H \,1rA-t-E Ft

\.\'< )ll(-\ t>1.:Vti:t.,< )tt\, r. \.,1.
i(;I.:_s< .\j

MEASURES PUT IN PLACE TO PROMOTE PERSONS LTVING WITH
DISABILITIES FRIENDLY WORK ENVIRONMENT

1) Development of Disability Mainstreaming policy
2) Appointment /Establishment of Disability Mainstreaming Committee
3) Training of Committee on Disabilify Mainstreaming
4) Uploading of job adverts in NCPWD Portal
5) Ensuring website conformity and accessibility
6) Training staff on sign language
7) Development of Service Charter in Braille
8) Provision of Wheel Chair
9) Provision of a ramp
10) Provision of accessible parking
11) undertaking Accessibility and usability Audit to enhance compliance and sare

work environment
12) Development of Service Charter in large print
i3) l;evelopment of Service Charter in Audio
14) Provision of intemship and attachment opportunities to pWDs
15) Corporate Social Responsibilify to PWD Association e.g. Kakamega Amputee

Football Association.

Attached; Eoidences
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CHALLENGES THE INSTITUTION HAS FACED TO ENHANCE DIVERSITY OF

EMPLOYEES

1. Inadequate/completely no applications by Women on certain positions advertised

by the Agency i.e. position of Chief Executive Officer had to be re-advertised due

to unavailability of a female applicant.

2. Inadequate,/completely no applications by People living With Disabilities on

certain positions advertised by the Agency.

3. Inadequate skills and competencies by Women and PWDs for Technical positions

that is the core mandate of the Agency.

4. Cultural beliefs and practices hence inadequate/no applications from the minority

groups and people from diverse cultures.

5. Low salaries as a result of low recurrent allocation hence inability to get diverse

applicants.

MITIGATION MEASURES

1. Affirmative action on gender inclusivity during recruitment process.

2. Emphasis on inclusivity and equal opportunity during advertisement and

recruitment process.

3. Uploading of all advertisement to the NCP\AID Portal for ease of access.

4. Increased recurrentallocation.



KENYA INDUSTRIAL
ESTATES (KIE)



o HETVA
I]IDUSTBIAT.
ESTATES

PRESENTATION

TO

THE NATIONAL ASSEMBLY

COMMITTEE ON NATIONAL COHESTON AND EQUAL OPPORTUNIW

PRESENTED BY:

CPA. CHARLES M. MATIVO
AG. MANAGING DIRECTOR

KENYA INDUSTRIAL ESTATES

SEPTEMBER,2024

1



iii) OBJECTIVES OF KENYA INDUSTRIAL ESTATES

1. lndustrial incubation of SMEs in manufacturing and value addition sector

countrywide;

2. Facilitating the acceleration/ graduation of SMEs in manufacturing and value

addition to medium and large enterprises,

3. Providing medium to long-term industrial financing to facilitate development of
SMEs; and

4. Support survival and growth of SMEs through entrepreneurial culture

development.

iv) PROOUCTS & SERVICES

1. lndustrial lncubation and Workspace;

2. SME Credit Finance;

3. Business Advisory Services;

4. Facilitating Sub-Contracting and Linkages

1. lndustrial lncubation and Workspace

Kenya lndustrial Estates provides affordable incubators and industrial workspace to

SMEs across the country to facilitate manufacturing and value addition. The

workspaces allow the enterprises to share support services to reduce overhead'

production cost and it also enables KIE to provide management and technical

assistiance.

2. SME Credit Finance

Kenya lndustrial Estates provides affordable medium to long-term finance to SMEs

for purchase of machinery, equipment and working capital for expansion,

modernization or rehabilitation. The amount provided per enterprise is to a

maximum Kshs. 20,000,000.0

3. Business Advisory Services (BAS)

Kenya lndustrial Estates provides Business Advisory Services to sensitize the
potential entrepreneurs on business opportunities and develop their entrepreneurial

capacity through undertaking feasibility studies, preparation of business plans,

mentoring, coaching and business counselling.
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Hon. Chairman, with your permission, I now wish to address the issues raised in your

letter calling for this meeting:

.I.O CURRENT EMPLOYMENT COMPOSTION IN TERMS OF ETHNICITY, AGE AND
GENDER

Hon. Chairman, Kenya lndustrial Estates has a total staff compliment of 206

distributed across the departments in Head Office and the Branches.

i) Ethnic Composition

To foster an inclusive corporate culture, Kenya lndustrial Estates embraces diversity

of people from different ethnic backgrounds. The organization has 16 different ethnic

groups representation in the workforce. The ethnic distribution of KIE staff is as

analyzed in the Table 1 .

Table 1: Ethnic Distribution among KIE Staff

ii) Age Distribution among KIE Staff

Majority of staff in KIE are over 35 years of age translating to 85% of the total

workforce. The age distribution for Kenya lndustrial Estates staff is as is as

analyzed ln Table 2.

5

No. Ethnicity Number of .Employees Percentage (%)

1 Borana 2 1.0
2 Embu 3 1.5
J Kalenjin 42 20.4

4 Kamba 23 11.2
5 Kenyan Somali J 1.5
6 Kikuyu 29 14.1
7 Kisii 24 11.7
8 Luhya 21 10.2
I Luo 19 9.2
10. Maasai 6 2.9
11 Meru 17 8.3
12. Miiikenda 5 2.4
13 Nubi 1 0.5
14 Taita I 4.4
15. Taveta 1 0.5
16 Teso 1 0.5

Total 206 100



3.0 COMPOSITION OF THE GOVERNING BOOY OF THE INSTITUTION IN TERMS OF
AGE, GENDER, ETHNICITY AND PERSONS WITH DISABILITY

The institution has a fully constituted Board of Directors whose ages, gender and

ethnic representation is as shown in Tables 5-7.

a) Age

Table 5: Age of the Board of Directors

b) Gender

Table 6: Gender Distribution of the Board of Directors

c) Ethnicity

Table 7: Ethnic Representation of the Board of Directors

No. Age Range Number of Directors Percentage (%)

1 25 to 29 years 0 0

2 30 to 34 years 1 I
5 35 to 39 years 1 o

4 40 to 44 years 27

5 45 to 49 years 3 27

6 50 to 54 years 2 18

7 55 to 60 years 1 I
Total 11 100

No. Gender Number of Directors Percentage (%)

1 Male 5 45
2 Female b 55

Total 't1 100

No. Ethnicity Number of Directors Percentage (%)

1 Kalenjin 2 '18

2 Kikuyu 27
,,

Luhya 2 18
4 Maasai 1 o
q Burji 1 I
b Taita 1 I
7 Kamba 1 I

Total 1',l 100
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b) Middle Level (Regional Managers, Asst. Managers & Senior Officers)

i) Ethnicity

Table 11 : Ethnic Representation of the Middle Level Staff

ii) Age

Table 12: Age Distribution of the Middle Level Staff

iii) Gender

Table 13: Gender Distribution of the Middle Level Staff

iv) Persons with Disability

One female officer in the middle level is a person with disability.

9

No. Ethnicity Number of Em ployees Percentage (%)

1 Borana 1 J

2 Embu 1 3
3 Kalenjin 4 12
4 Kamba 3 I
5 Kikuyu 7 21
6 Kisii 3 I
7 Luhya 5 15
8 Luo 4 12
I Meru 5 '15

10 Taita 1 3
Total 34 100

No. Age Range Number of Employees Percentage (%)

1 30 to 34 years 1 3
2 35 to 39 years 10 29
3 40 to 44 years 2 6
4 45 to 49 years 8 24
5 50 to 54 years 6 '18

6 55 to 60 years 7 21
Total 34 100r

NO. GENDER NUMBER OF EMPLOYEES PERCENTAGE (%)

1 Male 20 59
2 Female 14 41

Total 31 't00



5.0 TOTAL NUMBER OF PERMANENT AND PENSIONABLE STAFF EMPLOYED IN
THE LAST THREE RECRUITMENTS AND THEIR REPRESENTATION IN TERMS
OF ETHNICITY, AGE, GENDER AND PERSON WTH DISABILITY

Hon. Chairman, a total of twenty-nine (29) employees were recruited in the last three

recruitments as follows:

i) Ethnicity

Table 17: Ethnic Representation of Permanent and Pensionable Staff Employed
in the Last Three Recruitments

ii) Age

Table 18: Age Distribution of Permanent and Pensionable Staff Employed in the
Last Three Recruitments

iii) Gender

Table'19: Gender Distribution of Permanent and pensionable Staff Employed in
the Last Three Recruitments

No, Ethnicity Number of Employees Percentage (%)

1 Embu 1 3
2 Kalenjin 6 21
3 Kamba 4 14
4 Kikuyu I 28
5 Kisii 1 J
b Luhya 1 J
7 Maasai 1 10
8 Meru 2 10
9 Teso 1 3
10. Luo 1 3

Total 29 t00

No. Age Range Number of Employees Percentage (%)
,| 25 to 29 years 5 17
2 30 to 34 years o 31

J 35 to 39 years 9 3'1

4 40 to 44 years 4 14
5 45 to 49 years 2 7

Total 29 100

No. Gander Number of Employees Percentage (%)

1 Male 19 66
2 Female 10 34

Total 29 100
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iv) Persons with disability

There are no PWDs engaged on casual terms

7.0 RATIO BETWEEN THE NATIONAL POPULATION AND EMPLOYMENT
PROPORTTON tN THE |NSTTTUTTON (UNDER REPRESENTATTON AND OVER
REPRESENTATTON) BASED ON 2019 NATTONAL pOpULATtON AND HOUSTNG
CENSUS

Hon. Chairman, the ratio of national population and employment proportion of Kenya

lndustrial Estates is shown on the Table 23.

Table 23: Ration between the National Population and Employment Proportion

8.0 STATUS OF COMPLIANCE OF THE INSTITUTION WITH SECTION 7 OF THE
NATTONAL COHESTON TNTEGRATTON ACT, 2008 AND ARTTCLE 232 (1) (H) AND
(I) OF THE CONSTITUTION, INCLUDING THE EFFORTS MADE BY KIE TO
ENHANCE COMPLIANCE

The national cohesion integration act, 2008 and article 232 ('l) (h) and (i) of the

constitution requires that all public establishments shall seek to represent the diversity

of the people of Kenya in the employment of staff; and that no public establishment shall

have more than one third of its staff from the same ethnic community; affording adequate

and equal opportunities for appointment, training and advancement, at all levels of the

public service, of both men and women; and persons with disability.
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No. Ethnic
Community

Total
Population

(2019
census)

proportionate
representation
in the nalional
population

Number of
Employees
in the
organization

Percentage
("L)

1 Borana 276,236 0.58 2 '1 .0
2 Embu 404,80'1 0.85 3 1.5
J Kaleniin 6,358,1 13 13.37 42 20.4
4 Kamba 4,663,910 s.81 23 11.2
5 Kenyan Somali 2,780.502 5,85 2 1.5
6 Kikuyu 8,148,668 17.13 29 14.1
7 Kisii 2,703.235 5.68 24 11.7
8 Luhya 6,823,U2 14.35 2'l 10.2
I Luo 5,066,966 '10.65 19 9.2
'10 Maasai 1,189,522 2.5 6 2.9
11 Meru 1,975,869 4.15 tt 8.3
12. Mijikenda 2,488,691 5.23 5 2.4
't3. Nubi 21,319 0.05 1 0.5
14. Taita 344,415 o.72 o 4.4
15 Taveta 26,590 0.06 1 0.5
'16 Teso 417,670 0.88 1 0.5

Total 43,690,349 91.86 206 100



1O.O MEASURES PUT IN PLACE, IF ANY, TO PROMOTE PERSONS LIVING WITH
DISABILITIES FRIENDLY WORK ENVIRONMENT

Hon. chairman, Kenya Industrial Estates recognizes that persons with disability are a

distinct group whose needs, capacities and aspirations require special attention. Efforts to
integrate people with disability in KIE are in place. These include:

10.1 Accessibility and Mobility

The organization provides a banier free and disability friendly environment including but

not limited to ramps, wheelchairs and reserved parking to enable pwDs access buildings

and services at the Head office and across all the Branches. on access to information,

the organization's website is compliant whereby users can access information according

to their inclination such as large fonts, line heights, moderate spacing and mode of
lighting can be adjusted. Our service charter is also translated into braille and audio for

the visually impaired and sign language to support those with hearing impairment. ln

addition, the institution has a staff who is trained in sign language who supports on need

basis.

10.2 Compensation and Taxation

KIE offers compensation, privileges, benefits and allowances accorded to pWDs in

accordance with the law. Further, they are exempted from paying tax as provided in the
lncome Tax Act.

10.3 Duty and Responsibility Allocation

The organization provides appropriate accommodation and considers every disability

case individually and assigns appropriate duties and responsibilities with a view to
enabling them maximize their full potential. Special consideration is given to individual

circumstances prior to effecting any transfers and deployment. The organization provides

PWDs with equal training and career progression opportunities.

't 0.4 Retirement

The organization complies with retirement age of 6s years as provided by the law for
persons with disability.

10.5 PoliciesagainstDiscrimination

The organization has put in place policies against discrimination on grounds of disability.
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c.) Ensure availability of sufficient trained human resource-base to meet the

Company's future requirements by identifying those requirements and providing

appropriate training and development opportunities for targeted employees.

12.0 INFORMATION REGAROING TOTAL NUMBER OF STAFF TRAINED FOR THE
LAST THREE FINANCIAL YEARS IN TERMS OF ETHNICITY, AGE, GENDER AND
PERSONS WITH DISABILITY

12.1 Total number of staff trained in lhe FY 202'112022

a) Ethnicity

Table 24: Ethnic Representation on the Total Number of Staff Trained in the F\ 202112022

b) Age

Table 25: Age Distribution on the Total Number of Staff Trained in the Fy
2021t2022

S/No. Ethnicity Number of Employees Percentage (%)

1 Borana 3
2 Embu 0 0
J Kalenjin 12 18
4 Kamba 10 1

5 Kenyan Somali 0 0
6 Kikuyu 10 15
7 Kisii 7 11

8 Luhya 5
I Luo 11 17
10. Maasai 1 2
11 Meru I 12
12 Mijikenda 1 2
13 Nubi 0 0
14 Taita 0 0
15. Taveta 0 0
16 Teso 1 2

Total 66 100I

No. Age Range Number of Employees Percentage (%)

1 25 to 29 years 0 0
2 30 to 34 years 8 12
3 35 to 39 years 26 39
4 40 to 44 years 12 18
A 45 to 49 years 7 't1
5 50 to 54 years 4 6
7 55 to 60 years I 14

Total 66 100
77



b) Age

c) Gender

Table 29:

Table 30:

Table 28:
x3a""o;;:rjbr,"n of the Totat Number of staff rrained in the Fy

I

Age Distribution of the Total Number of Staff Trained in the Fy

t

i

I

I
d) persons with disability

No persons with disability were trained in the financial year.

12.3 Total number of staff trained in theFy 202312O24
a) Ethnicity

t3llE#?o*""nration on the rotat Number of staff Trained in the Fy

No. Age Range NumberofEmployees
1

Percentage (%)25 2I arsye
02 030 o u a sye
3J 735 to 39 years '13

4 3040 to 44 years
5

5 1145 to 49 years
106 2305 to 54 a rSye
6

7 1455 to 60 ea rSv 7 16Total u
100

rGender Number of Employees Percentage (%)
1 Male

23
2 Female

21
Total

44

S/No
EmployeesNumberof

Percentage (%)
1 Borana

1
2 1Embu

2
23 Kalenjin

14
4 16Kamba

8 o5 Kenyan Somali
2

6 Kikuyu
17

7 20Kisii
10

8 11Luhya
8I 9Luo
7

10 BMaasai
0

0
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REQUEST FOR INFORMATION ON EQUAL REPRESENTATION BY DIRECTORATE

OF AUDIT, APPROPRIATIONS AND GENERAL-PURPOSE COMMITTEES;

COMMITTEE ON NATIONAL CO}IESION AND EQUAL OPPORTUNITY

GUIDELINES ON AN ONGOING ASSSESSMENT ON EMPLOYMENT DTVERSITY

IN THEPUBLIC SERVICE.



562Grand Total

c

100.00%

Gender and Age cornposition of the 562 staff.

Description Grand Total

(21-30 )
Fernale tr

MaIe J

8

(31-40 )

Fernale 94

Male 1.46

240

( 41-s0 )
FemaIe 90

Male 1.40

230

(s1-50)
Fernale 23

MaIe 60

83

(50-6s)
Ferna-Le 1

Male
1

Grand Total s62

NB: The officer in the age bracket of 60 - 65 is Person with Disability whose manilatory

retirement age is 65 Years.

2. EXTENT TO WHICH YOU HAVE COMPLIED WrTH ARTICLE s4(2) OF THE

CONSTITUTION ON COMPOSITION OF PERSONS WITH DISABILITIES IN THE

ORGANIZATION. INCLUDING THE NATURE OFTHE DISABILITY.

Currently we have 12 members of staff who are Persons With Disabilities (PWD's),

this represents2.l-% ol our total establishment o1562StalI. The table below extracted

from the National Councrl for Persons Living with Drsabilities (NCPWD ) report

shows the Authority's breakdown for PWD's.
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a Ethnicity

Ethnicity Senior
Manage
rnent

Mid-
Level

Low
Level

GrandTotal

Borana 1 1

Ernbu + 6 10

KaJ.enjin 1

4

4

9

63

Karnba 4 1

9

4
6

69

I(ikuyu 8 6

0

5

6

124

I(isii J 1

5

2
3

+1

Luhya 5 2

B

5

0

B3

Luo 2

2

5

4

B8

Maasai 1 4 5 10

Meru 2 1

h

1.

1

29

Mijikenda 1 3

Pokot + 6

Sabaot 6 9 15

Sornali -1. o 6 t6

Swahili 2 2

Teso "I 7 2

Grand total 27 2

1

3

J

2
2

562

b. Gender and Age

Description Seniot
Managerne
nt

Mid-
Level

Low Level GrandTotal

(21-30 )

FEMALE 1 4 5
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Gender & Age No. of Staff

FemaIe
30-34 'l

35 -39 3

40-44 1

5

MaIe
30 -34 1.

3s -39 2

40-44 1.

50-s4 1

5

Grand Total L0

6. TOTAL NUMBER OF CASUAL, TEMPORARY AND CONTRACTUAL STAIF
SERVING CURRENTLY AND THEIR REPRESENTATION IN TERMS OF

ETHNICITY, AGE GENDE& AND PERSONS WITH DISABILITY IN THE
COMMISSION;

i. Currently the Authority does not have casuals.

ii. Temporary staff (those on short term contracts of 6 months and below).
The Authority curently has B temPorary stalf assisting the Finance DePartnent wlth
billing of supply chain services rendered to KEMSA's strategic Partners.

i. Ethnicity composition of temporary staff
Ethnicity No. of staff Percentage

Kalenjin 2 2s.00%

Kamba 7 72.50%

Kikuyu 2 2s.00%

Luhya 1 1250%

Luo 2 25.00%

Grand total I 100.00%

11. Age & gender representation of temporary staff

Age & gender Count of Age bracket
20 -25

Female 7

Male 2

.,

25 -30
Female -l
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30-39
FEMALE 64

MALE B6

150

40-49
FEMALE 30

MALE 60

90

50-59
FEMALE 4

MALE 25

29

60-64
FEMAI.E 1

1

Grand Total 278

7. RATIO BETWEEN THE NATIONAL POPULATION AND EMPLOYMENT
PROPORTION IN THE INSTITUTION (UNDER RE-PRESENTATION AND
ovER RE-PRESENTATION) - BASED ON 2019 NATIONAL POPTJLATION
AND HOUSING CENSUS,

Ethnicity Number of
Staff

%

representation
2019 Census

["n
o

Borana 1 0.18.A 0.58o/o lo ar
Ernbu 10 L.78% 0.85o/o P.to
Kalenjin DJ 71,.21,% 13.37"/.

10.84

Karnba 69 t2.28% 9.81.% Ir
I(ikuvu 124 22.42% 17.13% F.er
Kisii +1 694% s.68% Fzt
Luhya 83 14.230/o L4.35% lo.eB
Luo 88 1.5.56% 1.0.65% F.oe
Maasai t

I
0 1,.50./" 2.50% Fso

Meru 9 552% 4.15%
ll1.1,e

Mijikenda 0.7L% 5.23% lo.ra
Pokot 1.07% 7.64% lo.es
Saboat 5 2.67v. 0.62% F.31
Sornali 6 3.02'/, 5.85./. p Eq

Swahili 036% 0.12% Ir.rz
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In response, the Authority is actively engaged in enhancing the efficiency of its Hr:man

Resource instruments as part of ongoing measures to bolster efforts towards enhancing

diversity among its ernpioyees.

10. MEASUITES PUT IN PLACE, IF ANY, TO PROMOTE PERSONS LIVING WITH

DISABILITIES FRIENDLY WORK ENVIRONMENT;
a) KEMSA has prioritized accessibility for Persons with Disabitities (PWD) by

implementing ramps, Iifts, and essential utilities'

b) KEMSA',s subsequent recruitrnents will prioritize Persoru with Disability (PWD).

c)TheAuthoritys,warehousingoperationsareundergoingmodernizationand
mechanization, expected to conclude in the comi]1g months' This upgrade will

Iacilitate the employment of more individuals with disabilities., even in warehouse

settings. Consequentlp we will focus on enhancing employment opportunities for

persons living with disabilities and those ftom minority grouPs in our upcoming

recruitrnent efforts.

11,. INSTITUTIONAL POLICY ON STAI'F TRAINING AND DEVELOPMENT;

See attached Annex: i(a) on Policy on learning, training, arLd DeveloPment'

I.2.INFoRMATIoNREGARDINGToTALNUMBERoFSTAFFTRAINEDFoR
THE LAST THREE FINANCIAL YEARS IN TERMS OF ETHNICITY, AGE,

GENDE& AND PERSONS W]TH DISABILITY;
(see annex i (a))

13. INSTITUTIONAL POLICY ON RECRUITMENT
(See Annex i @) for the KEMSA Institutional policy on recntitment.)

14. INFORMATION REGARDING STA.FF PROMOTION IN TTIE PAST FIVE

YEARS IN TERMS OF ETHNICITY, GENDE& AGE, AND PERSONS WITH
DISABILITIES.

ln the past five years, the Authority has promoted 262 stalf members cutting across all

age categories. 68 were female with 194 being male. Eight staff living with disabilities

were Promoted in that Period.
The ethnicity of the staff promoted is as follows:

Ethnicity Number of staff Yo representation

Embu Z 08%

Embu + 1,.5%

Kalenjin 30 77.5o/o

Kamba 43 76.47o

Kikuyu 29
-n,.-t%

Kisii 20 7.6%
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KEMSA is compiiant with section 757 (12) that makes it a requirement for procuring

entities to submit reports of tenders awarded to this group to the Public Procurement

Regulatory Authority.(See attached Annexes: (ii - xiii) for FY 2076/2017 to 202W022

submitted to PPRA.)

Effective July 2022 the Public procurement Regulatory Authority directed a1l procuring

entities vide circular 04/ 2022 ( See annex ii attacheil ) to report online via

portalhttp://tenders.go.ke.Reportsforthefinancialyears2022/2023and2023/2024werc
submitted online.

Challenges Faced in En-forcing Implementation of the Thirfy Percent (30%) Reservation of

Public Procurement for Disadvantaged Groups:

1. Procurement of Specialized Health Products and Technologies (HPT's) :

TheprocurementofspecializedHPT,snecessitatesadherencetotechnica]
specifications. Nevertheless, KEMSA faces a considerable challenge in locating AGPO

supplierspossessingtherequisiteexpertiseandcapabilitiestofrrffillthese
specifications.

2- IJigh Capital Requirements for Procutements:

Theprocurementof}IPT,softeninvolvessubstantialcapitalinvestrnents.
Disadvantaged groups, frequently face financial constraints that Limit thefu abiliry to

finance such Procurements. As a result, AGPOs may struggle to compete for

procurement contracts, Ieading to challenges in meeting the mandated 30% reservation

quota for disadvantaged grouPs.

3. Delayed Delivery bY AGPO :

Inadequate capacity and resources within AGPOs contribute to delays in the delivery

of procured commodities. These delays not only impact I{EMSA's operations but also

result in the carcellation of purchase orders, reducing the overall order Fill Rate and

compromising service delivery to end-users'

Addressing these challenges is essential fot I(EMSA to effectively errforce the implementation

of the 30% reservation for disadvantaged groups mandated by the Access to Government

Procurement Opportunities (AGPO) policy.

d) CHALLENGES FACED IN ENFORCING IMPLEMENTATION OF THE THIRTY

PERCENT (30% ) RESERVATION OF PUBLIC PROCUREMENT FOR THE

DISADVANTAGED GROUPS,INCLUDING:
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KENYA MEDICAL AND
TRAINING COLLEGE

(KMrC)



I

Introduction
The Kenya Medical Training College is a State Corporation established tmder Section 3 of the

KMTC Act (cap 261 of the Laws of Kenya), and falls under rhe Ministry of Health. Founded i1

1927, The College is entrusted with the role of training various disciplines in the health sector,

conducting research and consultancy. The College has 8l Carnpuses strategically located in 44 of
the 47 counties in the country, offering 95 medical courses within its l8 depattments and seven

faculties. Its graduates contribute to 85% ofthe healthcare workforce in Kenya.

The Vision, Mission, and Core Values of KMTC

Vision

A globally competitive institution for training human resources for health

Mission

To produce fit-for-purpose middle-level health professionals through transformative training,

research, and consu.ltancy.

Core Values

a) Accountability

b) Integrity

c) Responsiveness

d) Equity

e) Teamwork

f) Professionalism

g) Creativity and innovation

KMTC Mandate

l'lre mandate of KMI'C as stipulated in the Act Cap 261 of the Laws of Kenya is:

a) To provide facilities fol College education for national health manpower requirements;

b) To play an important role in the development and expansion of opportunities for Kenyans

wishing to continue with their education;

c) To provide consultancy services in health-related areas;
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d) To develop health trainers who can effectively teach, conduct operational research, develop

relevant and usable health leaming materials;

e) To conduct examinations for and glant diplonras, certificates, and other awards ofthe

College.

0 To detemine who may teach and what may be taught and how it may be taught in the

College, and;

g) To examine and make proposa.ls for establishment of constituent training centers and

faculties.

l. Current employment composition in terms of Ethnicity, age, and gender

a) Current em ent com tion in terms of ethnici

Ethnicitv Total Percentage (9/o)

I . Kaleniin 409 19.7

2. Kikuyu 365 17.6

3. Luo 298 14.4

4. Kamba 2s0 t2.o

10.25. Luhya 211

6. Kisii 190 9.2

7. Meru 87 4.2

8. Miii Kenda 56 2.7

3l 1.59- Embu

10. Taita 27 1.3

0.91 1 . Turkana t8

12. Swahili-Shirazi t7 0.8

l3- Teso t5 0.7

14. Masai l3 0.6

15. Mbeere ll 0.s

I 6. Somoli-So-State ll 0.5

12 0.517. Other Kenyan

I 8. Boran l0 0.5

0.519. Kenyan Asian l0
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20. Pokot 8 0.4

2l . Kuria 5 0.2

22. Tharaka 4 0.2

23. Pokomo 4 0.2

24. Basuba 4 0.2

25. Gabra 1 0.1

25. Rendille 2 0.1

27. Baiun I 0.0

28. Taveta 0.0

29. Samburu 0.0

30. Gosha x- o.o

Grand Total 2075 100.0

b) Composition per age and gender

Ase Female Male Grand Total
Percentage
(%l

18-35 130 t27 257 12.4

36-44 330 385 7t5 34.5
45-55 344 404 748 36.0
s6-65 145 210 355 I 7 I

Grand Total 949 tt26 2075 r00.0

R
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COMPOSITION PER AGE AND GENDER

r Composltion per age and gender Female

r Comporition per a8e and gender Male

r Composition per age and gender Grand Total

t Composition per age and gender Percentage (%)

-rrE -
18-35 36-44 45-55 55-65

,EL ErE- rrr IE IE
Grand Total

2. Compliance with Article 54(2) of the constitution on the Composition of
Persons with Disability including nature of Disabilify

The percentage of PWDs in relation to the KMTC Staffing is at 2Yo as shown below:

Composition of Persons with Disability

Disability Work Station Female Male Total

Percentage

(%)

Hearing Thika I 0.0

Mental Voi I 0.0

Physical Embu 0.0

Physical Kapenguria 0.0

Physical Kisumu 2 2 0.t

Physical Kisumu 2 2 0.1

Physical Nakuru I 0.0

Physical Nakuru 3 3 0.t

Physical Rachuonyo I 0.0I
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Physical Eldoret I 0.0

Physical Homabay I 0.0

Physical HQs I 0.0

Physical Kakamega 2
.> 0.1

Physical Karen I 0.0

Physical Kilifi I 0.0

Physical Kitui I 0.0

Physical Kitui I 0.0

Physical Lodwar I 0.0

Physical Machakos 2 2 0.1

Physical Monza I 0.0

Physical Mathare I I 0.0

Physical Muranga 1 1 0.0

Physical Mwingi 1 1 0.0

Physical Nairobi 2 2 0.1

Physical Nairobi 6 6 0.3

Physical Thika I 0.0

Visual Kapkatet I 0.0

Visual Migori 1 0.0

Visual Nakuru I 0.0

Grand Total I 33 4t 2.O

3. Composition of governing body per age, gender, ethnicity and Persons
with Disability

The KMTC goveming body is as shown below:

t
2-

6lPaBe

Names Age (years) Gender Ethnicity Disability

Mr. Joseah K. Cheruiyot 58 Male Kalenjin None

2 Mr. Paul Kaino Cheboi 56 Male Kalenjin None

J Ms. Eunice W. Karanja 58 Female Kikuyu None



G,r
o

Distribution of Governing Body per Ethnicity
2.5

1.5

4,

L 0-
z

1

0

( A 1,-

s:*-
Si

v

0.5

Kal€niln Klkuyu Luhya Luo Luhya Aru ran

4. Composition of employees in Senior Managemeut level, Middle Level'
and lower cadres in terms of ethnicity, age, gender, and Persons with
disabilities

a) Orgarizational and Divisional Heads are distributcd as follows:

4 Ms. Hardlyne Lusui 44 Female Luhya None

5 Eng. Joseph Ouma Atonga 66 Male Luo None

6 Mr. Benson Giuthua, OGW 54 Male Kikuyu None
.7 Male Luhya NoneDr. Martin Sirengo 52

8 Male NoneMr. Adan Gedow Harakhe 57 Ajuran

9 Dr. Kelly Olouch 41 Male Luo None

DESIGNATION ETHNICITY DIS.A,BILITY GENDER

Chief Executive Ofrcer Luo NONE Male

Deputy Director Academics Kikuyu NONE Female

Deputy Dirrcor Finance, Planning and

Adminisfation

Kalenjin NONE Female

Finance MPneger Kisii NONE Male

Supply Chain Services Manager Meru NONE Male

Ag. Registrar Luhya NONE Male
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Kalenjin
q

Kamba
t,

ir Kikuyu

Kisii

Kuria

Luhya

Luo

Maasai

Mbeere

Meru

Mijikenda

1/ Other Kenyan

Pokomo

Pokot

Rendile

Somoli-so-state

v Swahili-shirazi

Taita

Teso

Tharaka

ana

NONE t32 159

PhysicaUMobility I 2

NONE 13 85 158

Physical/Mobiliry 0

NONE 133 100 233

NONE 64 76 140

Physical/lr.,lobil ity 2 2

NONE 4 5

NONE 5l 7l 122

NONE 82 122 204

Physical,rMobility 4 2 6

NONE 3 7 l0

NONE 4 2 6

NONE 26 22 48

NONE t2 27 40

NONE 5 2 7

NONE I 2 3

NONE 3 2 5

NONE I 2

NONE 8 9

NONE 't 9 l6

NONE t2 8 20

NONE 4 6 l0

NONE 3 3

NONE I t4 15

Grand Total 951 tt24 2075

291
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5. Total number of permanent and pensionable staff employed in the last
three recruitments and their representation in terms of ethnicity' age,

gender and PWDs

a) Total number of permanent and pensionable staffemployed in the last three recluitments

in terms of ethnicity, gender and PWDs

Ethnicity Disability Female Male Grand

Total

Bajun None 0.5

Basuba None 3 3 1.6

Boran None 3 ] t.6

Embu 2 2 I

Kalenjin None 24 22 46 24.2

Kamba None 5 6 11 5.8

Kamba Physical u/ t,-_1

Kenyan Asian 2 4 6 3.2

Kikuyu 19 13 )L 16.8

Kisii 7 9 16 8.4

Kuria I z l.l

Luhya

Luo

8 9 17 8.9

2 l5 17 8.9

Luo Physical 1/ 0.5

Meru 4 5 9 4.7

Miji Kenda

Other Kenyan

) 2 l.l
I 3 1.6

Pokomo 0.5

Pokot 1 2 J I 6

Samburu 1 0.5

Somoli-So-State 4 4 2.1

Swahili-Shirazi I 0.5

Taita 2 J 1.6

Percentage

(%)

L1 | P e 6 e



Teso 2 2 t.l

Tharaka 0.5

Turkana 2 2 1.1

Grand Total 85 r05 190 r00

b) Composition of recruitment in terms of age and gender

Age Female Malc Grand total

l8 - 35 years 5l 44 95

36 - 44 Years 3l 45 76

45 - 55 years 4 l5 l9

56 - 65 years 0 0 0

Grand Totel 86 104 190

Composition of employment per age and gendcr

200

180

140

120

100

80

60

40

20

0 Ill -ll18-35 years 35-44 Yeats 45-55 years 55-55 years Grand Total

r Composition per age and gender Female a Composition per a8e and tender Male

r Composition per age and Sender Grand total
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6. Composition of Total number of casual, temporary and contractual staff
serving currently and their representation in terms of ethnicity, age,
gender and persons with disability

Following PSC Regulations 2020, the college rook a step in phasing out casuals and hence
there are not casual workers in the cument establishment.

There are no temporaly employees in the College
a) Contractual employees rre thirty-six (36) and are distributed as fo ows:

,uo

Meru

1.

9

J

(\

u

0

I

b) Composition perage and gender

Ethnicity Disability Female Mele Total

Percentage

Kal6njin None 3 I 4 il.1
Kamba None 4 I ,^

\_7
13.9

Kikuyu None 2 0 2 5.6

Kisii None 2 2 4 l1.l
None I 2 J 8.3Miji Kenda

, Pokomo None I 2.8

Luhya None 7 7 19.4

Luo None 7 7 19.4

Visual I 2.8

None I I 2.8

Tharaka None I I 2.8

Total t3 23 36 100.0

Age Female Male Grand total

l8 - 35 years l0 t4 24

36 - 44 Years ') 8 10

45 - 55 years 2

Grand Total l3 23 36
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40

35

30

25

20

15

10

5

0 rl

Contractual per gender and ethnicity

r I
--I45-55 years Total

I Composltlon per age and gender Male

7. The ratio between the national population and employment proportion
in the institution (underrepresentation and overrepresentation) - based
on 2019 National Population and Housing Census

,1
iq

17'
tO

\a

18-35 years 36-44 Years

I Composition per age and tender Female

I Comporition per age and gender Grand total

3

Ethnicity Number of
Employees

Percentage (7o)
2019 National
Population Percentage
(%)

Kalenjin 409 19.7 t3.4
Kikuyu 366 17.6 t7 .1

Luo 298 14.4 t0.7
Kamba 2s0 12.0 9.8

Luhva 2tt 10.2 14.3

Kisii t90 9.2 5.7

Meru 8'7 4.2 4.2

Mij ikenda 56 2.7 5.2
Maa-sai l3 0.6 2.5
Turkana l8 0.9 2.1

Kenyan Somali
(Somali-so-State) ll 0.5 5.8

Non-Kenyan 0 0.0 I

Others 166 8.0 12.4

Grand Total 207s 100 100
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8. Status of compliance of the institution 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;

a. Section 7 of the NCI Act is on discrimination in ernployrnent and that
all public

states that;

All public establishments shall"seek diversity in employment without any
discrimination. This will include matters to do with recruitmenl, promotion.,
training, transfer, or any other benefits accorded to staff.
That an employer or his representative at an establishment shall refrain from
harassment of an employee znd shall adhere to guidelines on termination from
service

b. Article 232 (l) (h) and (i)The values and principles ofpublic service include--
(h) representation of Kenya's diverse communities; and (i) affording adequate

and equal opporh:nities for appointment, training, and advancement, at all levels
of the public service, of--

(i) men and women;
(ii) the members of all ethnic groups; and
(ii i) persons with disabilities.

The level of diversity compliance by KMTC is as follows:

Description Compliance Status
Ethnicity No community has more than l/3 of the total population as illustrated in

No. I above
Gender Distribution
(MenL/Women)

Compliant as demonstrated in No. I Above

Persons with Disabilities This is represented at 1.8% of the total staff.'lhe College is making
efforts towards achieving the recommended 5% by putting up measures
as illustrated below

Discrimination AII employment opportunities are advertised contpetitively and
conducted in an open and fair process based on the minimum
requirement.
During the advertisement, Youth, women, and People with disabilities are
encouraged to apply.
All terminations fi'om services are guided by established policies,
guidelines and circulars from the government.
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9. Challenges the College has faced in its bid to enhance the diversity of
employees and the mitigation measures to curb the challenges;

a. Challenges
i. I-ack ofenough funding 1o recruit from marginalized areas fbllou'ing the freezing

of employment from public service;
ii. Lack oflequisite qualifications during recruitment;

iii. Lack ofstudents with hearing disabilities who are interested in taking up the

certificate in nutrition courses established al the Molo campus.

b. Mitigation

The College has created an office for resource mobilization 1o source for funding;

The College in a bid to mainstream PWDs, it liaises with NCPWD during

advertisement ofanyjob openings to post them in the Fuzu.com to enhance access

with PWDs;
The College has established a disability mainstreaming desk and committee lhat
ensures the welfare of PWDs is taken care of.
In the year 201 9 /2020 the College conducted accessibility audit to establish areas that

require improvement and compliance to enable free movement of PWDs

KMTC Molo campus offers certificate in Nutrition for the deaf for students.

Courses such as speech and language therapy have been introduced to ensure citizens
with such challenges are taken care of
Policy on Gender mainstreaming, Cender Based Violence and PWDs have been

developed to ensure faimess and inclusion in the College aclivities
In the construction of new buildings in the College, features such as ramps are

embedded as a key requirement to facilitate free movement by PWDs

n.

lll

lv.

vt

vll

vll l.

10. Measures put in place, if any, to promote Persons Living with
Disabilities friendly work environmentl

a)

b)

c)
d)
e)

0
e)

The Cotlege has trained 4 staffon sign language and has sponsored three (3)

additional staff for training in 2024

The College has Institutionalised affirmative action programmes to ensure that PWDs

are mainstreamed.
PWDs are considered during trainings
Provision of ramps, lifts, toilets and reserved parking for PWDs

Service chalter has been trarslated to Braille and sign language

Provision of friendly furnitule e.g Orthopaedic chair

The College in liaison with the NCPWD advertises job openings to Fuzu.com to
enlance access by PWDs.
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11. Institutional policy on staff training and Development (Annex l)
The policy is embedded in the HR Policy and Procedure Manual Section 9 Under Staif
Training and Development and it states that: -

a) The College recognizes the need for training and development ofall employees. Itshall
therefore offer training opportunities to all its employees in order to improve their work
performance and personal development.

b) The policy on training is to ensure continuous upgrading of core competencies,
knowledge, skills and attitudes of employees including their ability to assimilate
technology to enable them to create and seize opportunities for career growth, social
advancement, economic growth, and development.

12. lnformation regarding the total number of staff trained for the last
three financial years in terms of ethnicity, age, gender, and persons with
disability;

a) Staff trained for the last ttuee financial years in terms of ethnicity and gender

Ethnicity Female Male Grand Total
I-Aembu I

Akamba I I

Bajun I I

Basuba 9 9

Boran I 8 9

Boran I 10 11

Burji 3 3

Dorobo I

Embu 20 t3 33

Gabra 5 5

..Gosha 'I I

Gureehi 4 4

Kalenjin 244 316 560

Kamba l9r i98 389

Kamba J 3

JKenya Arab 3

Kenyan Asian ) 4

Kenyan European

Kenyan Somali ll 9 20

Kikuyu 313 217 530
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Kisii 155 155 310

Kuria 6 7

Luhya ll0 193 303

Luo 204 313 st7
Maasai 7 9 16

Masai I 6 7

Mbeere 5 7 12

Meru 65 34 99

Miji Kenda l4 20 )1

Mijikenda 11 50

Mijikenda I I

Other Kenyan 5 4 9

Pokomo

Pokot

i 3 4

4 6 l0
Rendile I I

Rendille I
Somoli-so-state 6 6

Swahili-shirazi
Taita

Teso

IO 6 16

25 22 47

4 r6 20

Tharaka 5 5

Turkana 7 t7 24

Grand Total t44l 1674 3115

b) Composition in terms of ethnicity and disability

ETHNICITY Disability (fype) NONE Grand Total

Aembu I
Akamba I I
Bajun

Basuba

1 I
9 I

Boran 9 9

Boran 11 1l

Burji 't 3

Dorobo I I

Embu 33 33
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Gabra 5 5

Gosha I

Gureehi 4 4

Kalenjin NONE 550 560

Physical/Mobility 10

Kamba NONE 378 389

Physical/Mobility 1l

Kamba 3 3

Kenya Arab

Kenyan Asian

3 3

4 4

Kenyan European I I
Kenyan Somali 20 20

Kikuyu NONE 524 530

Physical/Mobility 3

Visual 3

Kisii NONE 30s 310

PhysicalArlobility 3

Hearing 2

Kuria 7 7

Luhya 303 303

Luo NONE 507 st7

Physical/Mobility t0

Maasai l6 16

Masai 7 7

Mbeere t2 t2
Meru NONE 97 99

Physical/Mobility 2

Miji Kenda 34 34

Mijikenda 77

Mijikenda i 1
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Other Kenyan 9 9

Pokomo 4 4

Pokot l0 l0

Rendile I I
Rendille I I
Somoli-so-state 6 6

Swahili-shirazi t6 l6
Taita 47 47

Teso NONE 18 20

Physical/ivlobility 2

Tharaka 5 5

Turkana 24 24

Grand Total 3ll5 3ll5

Note: Hearing disability is two (2) and Physical / Mobility is fourty-one (41) and visual is three
(3)

c) Composition in terms of age and gender

AGE FemaIe Male Grand Totel

20-29 25 52

30-39 352 395 747

40-49 570 625 I 195

s0-59 339 443 782

60-65 155 184 339

Grand Total l44l 1674 3115
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Composition of staff trained by age and gender
?oo

600

500

400

300

200

100

0

--20-29 rl
30-39 40-49

I Female I Male

50-59 60-6s

l3.Institutional policy on recruitment (Annex 2).

The Policy is embedded in the Human Resource policy and procedure Manuar Section 2. r 5.

l4'Information regarding staff promotion in the past five years in terms ofethnicity, gender, age, and p"..on. with disabilities.

Composition per ethnicity, gender and disability

GENDER
ETHNICITY DISABILITY

Female Male
Grand
TotslBajun NONE I

Embu NONE l0 2 t2
NONE 69 44 l 13

Kamba

Physical/Mobili ty
IK ikuyu NONE 101 8l t88

Physical/Mobili ty I
Mbeere NONE 2 2 4Meru NONE

27 50Tharaka NONE
I I

NONE 5I 49 r00
Kisii

Physical/Mobili ty I
Pokor NONE

3 4
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I
I
I
I
I

(b) Composition per age

Kuria NONE
tLuhya 4NONE

38 4tMijikenda 79NONE ll 9Pokomo )nNONE
JSwahi li-shirazi tNONE

2 4Taita 6NONE
5 5Basuba 10NONE

4NONE
49 80

Luo

129hysi biP calMo ty
Kalenjin 2NONE

85 95 r80bitstPhv cal/Mo ty
3Teso

3NONE
4 2 6biPh slv ca1/Mo rty

Maasai NONE
, ,Turkana 6NONE

2 6Boran
8NONE

tGabra 3NONE
2Rendile 2NONE

ma.liSo so-State NONE
4orher Kenyan 5NONE

J 2Kenyan As an 5NONE
, 4 7

Grand Total
475 485 960

GENDER
AGE

(Years)
Female Male

rand TotalG

l8-35 96 88 18436-44 192 209 40t45-55 t47 r36 28356-65
40 5l

91Grand Total 43s 433 868

a
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(c) Graphical Analysis of StafrpromotioD ia the past five years in terms of gender and age

Composition of Staff promotion in the past five years1000

900

800

700

600

500

400

300

200

100

0 rrl llI IrI(Years) 18-35 35-44

I GENDER I
45-55

a Grand Total

IT I
55 - 65 Grand Total

a
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COMMITTEE ON NATIONAL COHESION AND EQUAL OPPORTUNITY

ADOPTION SCHEDUI,E

,^,"---f -l-XQ,u:rS-----------v",u"h!'{---*-,-g9--rl"-?-r*E-!tha--srdr.8---
Adoption of the dl$ Reporl on Employment Diversitl Autlit in Public Institutions

No NAME SIGNATTJRE

The Hon. Yussuf Adan Haji. CBS, MP - Chairperson s 2a-,.,,

2 The Hon. Charles Ong'ondo Were, MP. - Vice Chairpcrson rt.-Alru
3

The Hon. Yusuf Hassan Abdi. MP

4 The Hon. Liza Chelule Chepkorir, MP.

5 The Hon. Antony Njoroge Wainaina. MP.

6 The Hon. Charles Kamuren, MP

7 The Hon. Edward Kaunya Oku, MP

8 The Hon. Jackson Lekumontare Lentoijoni. MP

I The Hon. Joseph Samal Lomwa MP \
10. The Hon. Joshua Oron Odongo, MP /2xt.-<-> I'
I l. The Hon. Martin Peters Owino . MP. l67
12. The Hon. Eng. Paul Nzengu, MP

13.
The Hon. Rahab Wachira Mukami. MP.

14. The Hon. Agnes Pareyio Mantaine. MP. L.-

15. The Hon. Dick Maungu Oyugi, MP.

16. The Hon. Duncan Maina Mathenge, MP
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17. The Hon. Jane Njeri Maina, MP.

18. The Hon. Fredrick Lusuli Ikana" MP.

19. The Hon. Muthoni Marubu, MP. Iffi,l
20. The Hon. (Dr.) Joseph Iraya Walnaina OCW, MP. w-
21. The Hon. Joseph Hamisi Denar, MP.
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MINUTES OF THE 4TH SITTING OF THE COMMITTEE ON NATIONAL COHESION

AND EQUAL OPPORTUNIry HELD ON TUESDAY,9TII APRIL 2025,IN COMI\{IITEE

ROOM 20, THIRD FLOOR, BITNGE TOWER AT 10:30 AM

PRESENT
l. The Hon.

2. The Hon.

3. The Hon.
4. The Hon.

5. The Hon.

6. The Hon.
7. The Hon.

8. The Hon.

9. The Hon.
10. The Hon.

Yussuf Adan Haji, CBS, M.P.

Charles Ong'ondo Were, M.P.

Yusuf Abdi Hassan, M.P.

Rahab Wachira Mukami, MP.

Joshua Oron Odongo, MP.

Muthoni Marubu, M.P.
Martin Peters Owino MPH, M.P.

Edward Kaunya Oku, M.P.

Jrckson lrkumontare Lentoijoni, MP.
(Dr) Joseph Iraya Wainaina OGW, M.P

Chairperson
Yice Chairperson

Clerk Assistant I

Clerk Assistant III
Research Officer III
Legal Counsel II
Audio Oflicer
Hansard Reporter

Media Relations Officer
Public Communucations Oflicer
Senior serjeant-at-arms

APOLOGIES
l. The Hon. Liza Chelule Chepkorir, M.P.

2. The Hon. Eng. Paul Nzorgu, M.P.

3. The Hon. Joseph l,omwa Samal, MP
4. The Hon. Joseph Hamisi Dcnar, M.P.

5. The Hon. Dick Maungu Oyugi, MP.
6. The Hon. Antony Njoroge Wainaina, MP.
7. The Hon. Charles Kamuren, M.P
8. The Hon. Agnes Pareyio Mantaine, M.P.

9. The Hon. Fredrick Lusuli lkana, M.P.

10. The Hon. Duncan Maina Mathenge, M.P.

I l. The Hon. Jane Njeri Maina, MP.

IN-ATTENDANCE
SECRDTARIAT

l. Ms. Naserian Lotuai
2. Ms. Kathleen Nanzala

3. Ms. Joanne Naneu

4. Ms. Audrey Andala

5. Mr. John Ng'ang'a
6. Mr. Alex Amwata
7. Mr. Peter Atsiaya

8. Ms. Lilian Aluga
9- Mr. Luka Mutua
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NATIONAL COHESION AND INTEGRATION COMMISSION

L Dr. Daniel Giti

2. Mr. Harrison Kariuki

3. Ms. Millicent Okatch

4. Mr. Liban Guyo

5. Mr. Kyalo Mwengi

6. Ms. Richard Nderitu

7. Ms. Caroline Gateru

8. Mr. John David Odhiambo

9. Mr. Jackson Mwikamba

Chief Exccutive Officer

Director, Corporate Services

Director, Research and Knowledge Mrnagement

Head Peacebuilding and Reconciliation

Deputy Dircctor, kgal

Principal Planning Officer

Deputy Director HR and Administration

Deputy Director Supply Chain Management

Principal lrgal Oflicer

MIN.NO./NCEOt2025lOl4:. PRELIMINARIES

The Chairperson called the meeting to order at 10.45 a.m. and the prayers werc said by the Hon

(Dr) Joseph Iraya, OGW.

MIN.NO. /NCEOl2025lOl5: ADOPTION OF TIIE AGENDA

The agenda for the meeting was adopted, having been proposed by the Hon. Charles Were M.P.

and seconded by the Hon. (Dr) Josepph lraya, M.P.

MIN.NO.NCEOtzo25tOl6: CONTIRMATIONOFMINUTES

The minutes ofthe previous sittings were confirmed as a true rccord of the proceedings as follows:

l. Minutes of the 2d sitting werc confirmed as a true record ofthe proceedings after being

proposed and seconded by Hon. Joshua Oron, MP. and Hon. Charles Were, MP.

respectively; and

2. Minutes of the 3d sitting were confirmed as a true record of the proceedings after being

proposed and seconded by Hon. Charles Were, MP. and Hon. Joshua Oron, MP.

rcspectively.
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MrN.NO. /NCEO D025t0r7 | ADOPTION OF THE THIRD REPORT ON

EMPLOYMENT DIVERSITY

The Third Report on Employment Diversity Audit in Public Institutions was adopted having been

proposed and seconded by Hon. Joshua Oron, MP. and Hon. (Dr) Joseph Iraya Wainaina

respectively.

MIN.NO. /NCEO/2025/018: MEETING WITH THE NATIONAL COHESION AND

INTEGRATION COMMISSION ON PEACE

PROGRAMMES AND INITIATIVES OF THE

COMMISSION

The Chief Executive Officer invited Mr. Guyo to brief the Committee on the Commission's peace

programmes and initiatives.

Mr. Guyo highlighted the Commission's ongoing and upcoming interventions aimed at promoting

peace and reducing conflicts. The key interventions included:

a) Youth Empowerment through Dialoguc - The Commission is implementing the

Transgenerational Conversations Framework, which focuses on addressing the root causes of

youth dissatisfaction. This initiative seeks to build understanding across generations and foster

inclusive national dialogue.

b) Public Sensitization on Political and Ethnic Tensions - NCIC is set to roll out multi-platform

sensitization campaigns targeting the de-escalrtion of political polarization and ethnic

intolerance. Strategies include digital cngagement, town hall meetings, and local barazas.

c) Conflict Mapping and Early Warning- The Commission is actively engaged in mapping

conflict-prone hotspots and integrating this data into its early waming and rcsponse systems

for timely interventions.

d) Collaboration with Security Sector - In coordination with law enforcement, NCIC is working

to counter the a.ctivities ofcriminal gangs and organized groups, particularly in volatile regions.

e) Promotion of Equity through Diversity Audits - Regular ethnic d iversity audits arc being

carried out in public institutions. NCIC is also engaging with policymakers to close identified

equity gaps and ensure inclusive representation.

f) Monitoring Hate Speech - The Commission is intensiffing efforts to monitor and investigate

hate speech, particularly on digital platforms, to curb inciternent and prevent violence.
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g) Dialogue and Mediation in Politically Volatile Counties - Plans are underway to scale up

mediation efforts in counties exhibiting high political intolcrance. Activities will include

symposiums, sensitization forums, and structured dialogues, guided by hotspot analysis.

The Commission also intends to conduct regional peacebuilding initiatives including-

l) The Turkana-Samburu Border initiative

2) The Isiolo-Meru-Laikipia Peace initiatives

3) Marsabit County- Saku Constituency

4) Narok-Kisii llorder Peacebuilding

5) Kilifi- Tana River Conflict Resolution

Update on the Report ofthe Independent Panel ofAdvisors on Peacebuilding Architecture

The Commission updated the Committee on the outcome of the Peacebuilding Architecture

process which was concluded in December 2024. T\e report, which was adopted for

implementation by the Ministry of Interior Coordination of National Administration, includes

recommendations structurcd under the following four pillan:

a) Defining a New National Agenda for peace - This should include the revision of the

national education curriculum to incorporate Kenya's historical, cultural, and developmental

values, with an emphasis on peac€ education.

b) Enhancing Political Inclusion - The report recommends a review of Kenya's govemance

model to ensure broader political representation at both national and county levels. All

communities should see their interests reflected in executive leadership structures.

c) Decpening Conflict Prevention and Resolution - A comprehensive approach to land

dispute resolution and inter-community reconciliation is proposed. This includes the

establishment of a national task force to review land ownership systems and implement

necessary reforms.

The report also calls for enhanced investment in online hate speech monitoring, supported by

advanced technology and expert capacity within NCIC. Stronger engagement with social

media platforms is also recommended to ensurc culturally sensitive and effective content

moderation.

d) Establishing a New Institutional Architecture for Peacebuilding - it was recommended

that the NCIC be transitioned into a National Peacebuilding Commission (NPBC), a more
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empowered and autonomous institution mandated to coordinate all peacebuilding sctivities

in the country.

Commitlee Concerns end Recommendations

The Committee raised the following concems on the Commission's initiatives-

The Committee noted that while NCIC has implemented numerous peacebuilding initiatives,

there is a limited focus on understanding the root causes of conflict before deploying

interventions. The Commission responded that it intends to prioritize conflict mapping and

root cause analysis as a preliminary step before developing interventions.

The Committee also recommended a multi-agency approach in the peacebuilding

interventions. NCIC should involve security actors, local governments and community

leaders to ensure targeted interventions in all the conflict prone areas.

The Committee raised concem ovcr the lack of implementation of the Commission's

Diversity Audit findings, particularly on the Commission's report on Ethnic Diversity in

County Governments. The Commission informed the Committee that action plans have been

developed to support the implementation of the audit findings, including collaborative

engagements with key oversight and governance institutions.

A concern was raised on the resurgence of criminal gangs in various parts of the country,

noting that the increasing trend poses a threat to national cohesion and public safety. The

Commission reported that it is addressing this through the National Framework for Mental

Health in Peacebuilding (MHPSS), which includes providing psychosocial support to youth,

promoting conflict resolution skills, and tackling the underlying socio-economic and

emotional drivers of gang involvement.

Committee Resolution

The Committee resolved to participate in the Commission's Dialogue Forums in Malindi,

Rumuruti and West-Pokot scheduled for April and May 2025.

MIN.NO. /NCEO2025/019: ANY OTHER BUSINESS

The Chairperson apprised the Committee of a scheduled rctreat to be held from lOth to l3th April

2025 in Machakos County. During the retrcat, the Committee is expected to engage with various

independent commissions as part of its ongoing inquiry into employment diversity within public

institutions.
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