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PREAMBLE
Transport is traditionally a male-dominated
sector. The realization that the sector and its
subsystems have been conceived, designed,
and matured from either a male-oriented
or a gender-neutral perspective is thus
unsurprising.
In Kenya, discussion about gender and related
aspects has been on the rise since the formulation of the Integrated National Transport
Sector Policy (2009), which acknowledged that
gender inequality exists in access and mobility,
particularly in informal urban settlements in
Kenya. Reinforcing this, the 2010 Constitution
of Kenya made gender mainstreaming a national agenda. Despite these efforts to gain
applicability, gender-disaggregated data and
analysis are very seldomly considered and thus
are hardly available in transport studies or sector technical assessments. As a result, transport plans continue to be gender neutral.
Considering that the transport sector is undoubtedly one of the major drivers of a country’s economic development, an excellent
opportunity could open for Kenya’s transport sector to further its influence towards
progress, especially for women and other
vulnerable and underrepresented population
groups. There is ample potential for the transport sector to generate significant changes
in women’s productivity and empowerment,
while ensuring equitable access to opportunities is offered for both men and women. This
is what Kenya’s Vision 2030, the country’s
blueprint for development, advocates for and
is committed to enact.
This analytical study pursues the World
Bank Group’s Gender Strategy (World Bank,

ii
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2015), aligns with the Africa region’s priorities, and engages with the priority areas of
the Government of Kenya’s gender strategy
developed in 2011. Its aims at (i) enhancing
knowledge and analysis on the existing state
of mobility, (ii) improving the employment
conditions and opportunities for women and
men in the urban transport subsector, and
(iii) proposing operational actions to close
evident and invisible gender gaps in mobility
and employment by leveraging the findings
documented in this report and thus bringing
the issue to the forefront of the Kenyan urban
transport sector’s policy agenda.
We anticipate that, through sustained dialogue
with the Government of Kenya, an initial set
of necessary actions will be chosen to support
the preparation of a gender-responsive transport system and to promote the generation
of equal opportunities for women in Nairobi’s
urban transport sector.
The study, named Gender in Urban Transport
in Nairobi, Kenya, encompasses two independent analyses on mobility and employment in urban transport for the Kenyan capital context. Its findings are presented in two
volumes: Volume I—Mobility and Volume
II—Employment.

Volume I: Mobility
Volume I identifies variations in mobility patterns and public transportation use in Nairobi
by gender. The findings from this volume
highlight that travel differences by gender
are influenced by gender norms and violence,
and accentuates the importance of collecting
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gender-disaggregated data, thus allowing
the elaboration of focused gender analyses
in future urban transportation studies. The
report presents recommendations in (i) policy
and governance, (ii) transport-related barriers,
and (iii) gender norms, for a higher chance of
achieving longer-lasting and more meaningful
change in urban transport.

Volume II: Employment
Volume II endeavors to define, and serve as a
baseline report on, the existing employment
situation for women in the urban transport
sector in Nairobi, Kenya. The report identifies barriers and challenges faced by women
in the transport sector in each stage of their
career cycle. The report aims at (i) providing
recommendations on how to foster inclusivity through non-discriminatory practices and
equal opportunities for women in the urban
transport sector by identifying the specific
constraints that women face and (ii) proposing
recommendations to address them.
The analysis and proposed recommendations of this study have effectively informed
the preparation of the following transport
projects, which add emphasis to the gender
dimension:
The
Horn
of
Africa
Gateway
Development Project (P161305) has
adopted the development of a Gender Action
Plan (GAP). The GAP will define a differentiated approach for the project implementing
agencies, with the ultimate goal of stimulating
the recruitment of female graduates in a paid
six-month internship program in areas such as
civil engineering, contract management, transport planning, transport economics, and related fields. Moreover, the proposed GAP proposes the establishment of a quota for women
in the upcoming autonomy of the Materials
Testing and Research Department as well as

the Mechanical and Transport Department.
The Horn of Africa Gateway Development
Project is scheduled to be approved by the
World Bank’s Board on September 8, 2020.
Kenya
Urban
Transport
Policy
Dialogue (P 172218) has developed a technical note on urban mobility as a fundamental
instrument for supporting a dialogue on urban mobility aspects with the Government of
Kenya. The technical note defines strategies
to advance the sustainable urban transport
agenda in Kenya through enhanced dialogue
with the Government of Kenya as well as local
and international stakeholders. Both volumes
of the study have strengthened the technical
note’s messages from the gender perspective,
providing baseline data and proposed recommendations to establish a gender-responsive
urban transport system and create equal opportunities for men and women in the urban
transport sector.
While advancing the policy dialogue in the
sector, the Kenya transport team will continue its engagement with the Government of
Kenya in discussing how the proposed gender
recommendations can be transformed into
concrete actions within the upcoming urban
mobility projects within the country. At the
same time, the team will explore opportunities to carry out similar research in other urban areas and expand the scope to the entire
transport sector in the country to support the
Government of Kenya to mainstream gender
in the transport sector.
This study has been co-funded by the Mobility
and Logistics Multi-donor Trust Fund (MOLO),
managed by the World Bank Group and supported by the Governments of Switzerland
(SECO), Germany (BMZ), and Austria (BMF).
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EXECUTIVE SUMMARY
Nairobi is a growing city with increasing levels of traffic congestion. Aiming to address
this, the Government of Kenya is attempting
to improve the transport infrastructure and
create new forms of mass public transport. It
is crucial that these improvements also work
toward Kenya’s goals of promoting gender
equality, including through improving women’s employment in the transport sector.
This report aims to define and serve as a baseline report on the existing employment situation for women in the urban transport sector
in Nairobi, Kenya. Its objective is to provide
recommendations on how to foster non-discrimination and equal opportunities for women in the urban transport sector, by identifying
the specific constraints that women face and
proposing potential entry points to address
them.
This report has been prepared to enhance
knowledge on the existing employment conditions and opportunities for women and men
in the urban transport subsector.
Our research identified some key themes that
underly women’s representation in the urban
transport sector: women are underrepresented in the sector in general, stereotypes about
whether it is a suitable career for women
remain prevalent, and there is a shortage of
women role models in senior roles. Working
conditions are not attractive for men or women, especially in the informal sector, a gender
pay gap exists, and female workers reported
workplace sexual harassment as a risk.

1

The research utilizes an embedded mixedmethods approach (Creswell, 2014), combining field research and review of the available
literature, to best understand the challenges
in employment conditions and opportunities
for women and men in the urban transport
subsector.
Field research activities included key informant interviews with public institutions, public
transport providers, and universities; surveys
with matatu (public transport minibus) operators and taxi operators; and focus group
discussions with women engineering students
and public transport users. Literature reviewed
included reports by international organizations, UN entities, and non-governmental organizations (NGOs), as well as academic journal articles and newspaper articles. Despite
the extensive research, the findings have limitations: in particular, it was not possible to obtain detailed pay information about the sector,
particularly for formal roles. The field research
team also found that male matatu operators
were more willing to participate in the survey
than female operators.
Women in Kenya enjoy a relatively strong
set of legal and policy protections when
it comes to employment. The Constitution
of Kenya stipulates that “the State shall take
legislative and other measures to implement
the principle that not more than two-thirds
of the members of elective or appointive
bodies shall be of the same gender.” The
Employment Act 2007 prohibits sex discrimination in employment; Kenya’s Diversity Policy
for the Public Service requires public sector

Gender in Urban Transport in Nairobi, Kenya Volume II: Employment

entities to monitor the gender ratios of their
employees and implement affirmative action
and family-friendly policies; and the National
Policy on Gender and Development notes the
need to integrate women into non-traditional
areas of employment, including infrastructure
development.

of management-level employees, were female. This may reflect uneven levels of hiring
and promotion at the management level, or
it may reflect ongoing correction to historical
inequalities in education and selection and
perhaps improvements within organizations
over time.

Just over 31 percent of employees we interviewed in the formal urban transport
sector are women.1 This is close to the commonly used target of the “two-thirds rule,”
which is based on the constitutional provision
that not more than two-thirds of the members
of government bodies should be of the same
gender. For the existing employment situation,
the research looked at formal public transport
providers, government agencies, and universities in the sector; while women remain underrepresented in the urban transport sector,
which is perceived as a “male” sector, some
institutions had made good progress toward
representation of women. This reflects positive
progress in Kenya, which should be encouraged, as these rates are much higher than
globally reported in the transport sector.

There is a lack of female role models and
mentors in the urban transport sector.
While women engineering undergraduates
did not express concerns about their future
promotion opportunities, the smaller number
of women in senior roles at present means
that there are fewer role models for career
progression.

Women are more concentrated in nonmanagement roles, making up 37.1 percent
of these roles, compared to 29.7 percent at
the management level in the formal urban
transport sector: this suggests that women
still face barriers in career progression within
the sector. While employers tended to report
that promotion rates for men and women are
the same, among the employers who provided
data on management- and non-managementlevel employees, 37.1 percent of non-management-level employees, but only 29.7 percent
1 Even if there are no global figures, in terms of women
occupying management positions in the urban transport sector,
individual data from transport companies, for instance in some
countries in Europe, shows that even in developed economies
women significantly fall behind men in managerial positions,
with representation below 30 percent in the sector.

Among the informal urban transport operators, the matatu driver, fleet manager,
and clerk roles were more likely to be
male dominated. Among the survey participants, 94.3 percent of drivers were male, as
were all four of the managers and fleet managers surveyed.
Women in Kenya are increasingly entering engineering training, seeing it as a
well-paid career and one that allows them to
develop technical skills. Their experiences of
studying are improving, although they report
potential recruitment bottlenecks, in particular
challenges in finding internships: none of the
transport entities interviewed for this report
provided internships specifically targeted at
women. There are also few women role models. In Kenya in 2016, 11.2 percent of STEM
(science, technology, engineering, math)
graduates were women. In less formal jobs,
women working in matatu- or taxi-related
roles have lower levels of education than men,
but were more likely to report that they were
working in the sector because their skills or
interests aligned.
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Stereotypes about women’s place—or
lack of it—in the urban transport sector
remain, although these may reflect broader
gender stereotypes in the country, rather than
being rooted in the sector alone. These may
take the form of assumptions that technical
jobs are for men and administrative roles are
for women, or stereotypes that women should
not be in the sector at all. Our research found
that gender sensitization trainings were carried out at 10 urban transport employers,2
although they were mandatory at only 4, and
10 percent of matatu workers reported having
undergone trainings on this, although no platform taxi workers had. While just under half
of the transport entity interviewees acknowledged the existence of stereotypes, others expressed stereotypical views, as did matatu and
platform taxi workers, which reflects a need
for further gender sensitization. However, in
general, job descriptions used by the urban
transport sector employers did not use gendered language.

share pay data for their workforce specifically,
which may reflect attitudes to pay transparency more broadly in Kenya.

Working conditions in the urban transport
sector are not strongly attractive, particularly in the matatu and platform taxi sectors:
women in both were less likely than men to
report that they were happy with their role.
Long hours in particular were seen as barriers to women working in the transport sector.
While men in the matatu and platform taxi
workforce worked longer hours than women—in both cases, around half a day extra
per week—women in Kenya in general spend
around three hours more than men on unpaid
work each day.

Formal urban transport employers all
had policies and/or guidance about sexual harassment, but the extent to which
these are implemented remains unclear.
Under the Employment Act 2007, employers
with more than 20 employees are required to
issue a policy statement on sexual harassment.
All the formal transport employers we interviewed had such a policy, with the exception
of the State Department of Transport, which
includes information about reporting sexual
harassment in its new employee orientations.
However, some employers reported that no
cases had been brought under this policy,
which may mean that employees do not feel
comfortable reporting. Similarly, while all urban transport employers interviewed, except
the National Transport and Safety Authority
(NTSA), had equality and non-discrimination
policies, the Kenya Urban Roads Authority
(KURA) and Technical University of Kenya both

Kenya retains a gender pay gap, including in the urban transport sector. Among
the matatu workers and platform taxi workers
surveyed, men earned more than women per
month. Transport employers were reluctant to
2 “Urban transport employers” refer to the eight government
entities, two transport providers, and three universities in
Nairobi that participated in semi-structured key informant
interviews under this report.

3

Formal urban transport employers have
implemented some family-friendly policies: all the formal transport employers we
interviewed provided maternity leave of at
least three months, and almost half provided flexible working hours to accommodate
breastfeeding; however, none provided childcare. Eight of 13 employers allowed returning
mothers to work flexible hours.
Family-friendly policies are much less common in the informal urban transport sector. Only 17 percent of surveyed platform taxi
operators and 5 percent of surveyed matatu
operators reported that maternity leave was
one of their benefits. This indicates that work–
life balance in general, and maternity leave
provision in particular, is lacking within the
matatu sector.
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said no cases had been processed. Further research, therefore, is needed to establish how
effective these mechanisms are for combating
sexual harassment.

The main recommendations in this report are
the following:

In the matatu sector, our research found
that there is a gender gap in awareness
of sexual harassment policies. Savings
and Credit Cooperative societies (SACCOs)
are required to have a code of conduct, and
three-quarters of the matatu workers we interviewed had such a code; however, while 60
percent of female respondents said that their
employer’s code banned sexual harassment,
only 19 percent of male respondents said the
same. Given the difficulties in accessing the
actual codes of conduct, it is difficult to conclude that SACCOs’ codes of conduct actually
outline specific obligations in terms of sexual
harassment, not only to employees, but also
to users.

1. Ensure that girls are able to participate
in secondary and tertiary education and
do not face barriers in continuing their
education.

Sexual harassment was more commonly
experienced by female workers than male
workers. While both men and women working in matatus or as platform taxi operators
reported sexual harassment, it was more common for the women surveyed: women were
more likely to report sexual harassment by colleagues, while men were more likely to report
that the perpetrator(s) were passengers.

6. Include gender equality provisions in outsourcing agreements for public transport.

Gender equality is not only a normative
right, it also confers benefits on organizations, including better efficiency, more creative
approaches, and higher revenues (European
Bank for Reconstruction and Development,
n.d., 4), and helps organizations better understand and meet the needs of their stakeholders
(Wage Gap Reduction Initiative 2009, 4). The
specific challenges faced by women entering
and working in the urban transport sector are
detailed above. These are complex and multifaceted, but there are measures that can be
implemented in both the short and long term.

a) To government authorities:

2. Carry out activities that challenge stereotypes and positively promote women’s role
in the urban transport sector.
3. Introduce a Non-discrimination and Equal
Opportunities Policy in the urban transport sector.
4. Consider introducing a gender certification for companies in the urban transport
sector.
5. Set up and resource gender units.

7. To the NTSA: Provide detailed guidance to
SACCOs regarding their code of conduct
for workers, including prohibition of sexual harassment, as well as response and
accountability measures.
8. To the Ministry of Transport, Infrastructure,
Housing and Urban Development: Create
a platform for women in the urban transport sector to exchange their experiences
and opinions, and establish a network of
women workers.
b) To urban transport employers and public
sector transport operators:
1. Collect and publicize gender-disaggregated data on the gender profile, pay,
benefits, recruitment, and promotion, at
regular intervals.
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2. Implement training schemes and affirmative action programs for women at all
career levels, and improve outreach to
women about jobs and careers.

c) To transport sector unions:

3. Develop, implement, and monitor nondiscrimination and equal opportunity policies, and carry out regular trainings for all
staff.

2. Set up specific initiatives to support women workers, and campaign on issues that
disproportionately affect women.

4. Develop, implement, and monitor sexual
harassment policies and response and accountability mechanisms.
5. Provide childcare facilities, breastfeeding
areas, and flexible working arrangements
for parents.
6. Provide coaching and mentoring for women workers, and implement career and
personal development programs.
7. Ensure that risk assessments reflect the
risks to women workers, and provide appropriate equipment and facilities.
8. Take steps to improve workplace culture in
order to create an enabling environment
for women employees.

5

1. Recognize all transport-related jobs in
their remit.

d) To SACCOs:
1. Ensure that recruitment mechanisms are
gender responsive.
2. Ensure codes of conduct prohibit sexual
harassment and incorporate response and
accountability mechanisms.
e) To secondary and tertiary education institutions: Define measures to increase the number of women studying STEM subjects, and
provide information to them about transport
careers.
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CHAPTER 1:
INTRODUCTION
1.1 Objective
This report aims to define and serve as a baseline report on the existing employment situation for women in the urban transportation
sector in Nairobi, Kenya. It aims to provide
recommendations on how to foster nondiscrimination and equal opportunities for
women and men in the urban transport sector, by identifying the specific constraints that
women face and proposing recommendations
to address them.
This report has been prepared to enhance
knowledge on the existing employment conditions and opportunities for women and men
in the urban transport subsector.
This report also aims to support the
Government of Kenya and the project task
team in designing future urban mobility projects in a gender-responsive manner, while
contributing to work to close gender gaps
through specific actions. The proposal pursues the World Bank Group’s Gender Strategy
(World Bank Group, 2015), aligns with Africa
region priorities, and engages with the priority
areas of the Government of Kenya’s Gender
Strategy developed in 2011.

1.2 Methodology
The report is a synthesis of literature reviews
and findings from field research conducted
under this study. The scope of the report covers the functioning urban area of Nairobi.
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1.2.1 Literature Review
The report team conducted a review of the
available literature—including reports by international organizations, UN entities, and NGOs,
as well as academic journal articles and newspaper articles—in order to do the following:
•

Obtain background information on the
situation for women workers in the transport sector globally and locally

•

Understand the existing information on
the situation for women workers in the
transport sector globally and locally

•

Inform and target the key informant
interviews

A full list of referenced literature can be found
in the references section.

1.2.2 Field Research
The field research for this report included the
following elements.

1.2.2.1 Semi-structured Key
Informant Interviews
The research team conducted interviews with
eight public institutions in the transport sector,
two public transport providers, and three universities in Nairobi between November 2019
and January 2020. Participants were contacted based on a review of key stakeholders in
the Nairobi urban transportation sector.
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These interviews were designed to obtain information about the following:
•

Numbers of women in the transport sector and the specific roles they occupy

•

Processes for recruiting, training, promoting, and retaining women in the sector

•

Working conditions, safety, and security
for women

These interviews were carried out in person
in Nairobi and notes taken: some of the interviewees also provided datasheets as part of
the interview. Quotes from the interviews are
constructed from notes, as interviews were
not recorded.
The majority of the interviews were with human resources staff. A full list of institutions
and departments in which we conducted interviews can be found in Annex II.

1.2.2.2 Matatu Operators Survey
The research team conducted a survey of
matatu operators in March 2019. The survey
was designed to obtain information on the
following:
•

•

•

Demographics: gender, age, level of education, marital/family status, employment
status
Access to employment: how staff obtained information about jobs, hiring processes, contract status, codes of conduct,
non-discrimination, jobs available to men
and women
Employment terms: length of employment
in sector and at current employer, attraction to sector, salary, contracted hours
(full/part/zero), benefits

•

Working hours and satisfaction: hours and
days worked per week, routes worked,
motivations, job satisfaction

•

Gender inclusiveness: equal opportunity
and non-discrimination, experiences of
and reporting of sexual harassment, witnessing of sexual harassment, prevention
of sexual harassment, value of gender
equality and diversity, codes of conduct,
sensitivity training, barriers to gender inclusion, improving the sector for women

The survey questions can be found in Annex
III. One hundred twenty-nine operators from
more than 12 SACCOs completed the survey.

1.2.2.3 Taxi Operators Survey
A similar survey was carried out with taxi operators in August 2019. As with the matatu
operators survey, the survey was designed to
obtain information on: demographics, access
to employment, employment terms, working
hours and satisfaction, and gender inclusiveness. In addition, a researcher spoke with staff
from eight taxi and platform taxi companies in
August 2019.
The survey questions can be found in Annex III.
Twenty-four operators completed the survey.

1.2.2.4 Focus Group Discussions
In addition, the research team organized seven
focus group discussions (FGDs) with the following stakeholders:
•

Female public transport users (12 participants, January 2020)

•

Female public transport users (10 participants, March 8, 2019)

•

Male public transport users (10 participants, March 11, 2019)
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•

Male matatu operators (six participants,
June 9, 2019)

•

Female matatu operators (five participants, June 10, 2019)

•

Female engineering undergraduate students (six participants, June 13, 2019)

•

Female engineering master’s students
(two participants, June 18, 2019)

These FGDs aimed to do the following:
•

Mine information on the existing and potential employment conditions and opportunities for women and men in the urban
public transport subsector

•

Understand mobility, travel patterns and
needs, and accessibility to public transport

•

Get recommendations to foster non-discrimination and equal opportunity at the
workplace

1.2.2.5 Ethical Considerations
All contributions to this study have been
anonymized.
Interviewers requested all semi-structured
interview participants for their consent to be
interviewed while carefully explaining the purpose of the assignment before the actual data
collection commenced. A memo, a letter, and
verbal communication seeking permission to
carry out the research was done, and questionnaires were administered by the consultant.
Prior to participating in the semi-structured
interviews, participants were given informed
consent forms: these contained information
about the purpose of the study, the interviewee’s participation, privacy, confidentiality,
and data storage. Participants were given the
opportunity to ask questions about the research before signing or giving oral consent

9

to participate in the research. As questionnaires were administered, thorough explanations were given regarding the purposes of the
research by the consultant. The respondents
were then assured of confidentiality and anonymity, and that the information provided was
to be used to effect change if need be.
Survey participants were given information
about the purpose of the study prior to the
questions. No identifying information was
collected from participants, who were free to
choose to participate or not to participate in
the survey.
Focus group participants were given information about the purpose of the study prior to
the group discussion, and were informed that
they could leave or decline to answer at any
time. Ground rules were set at the beginning
of the discussion: these included mutual respect, listening, and open discussion.
The raw data collected throughout the research project has been available only to the
research team: at the end of the project, it will
be archived by the World Bank.

1.3 Limitations
There is no comprehensive literature on employment in the urban transportation sector in
Nairobi. In particular, data on the matatu sector is limited and may not be accurate due to
the informal nature of the sector.
The fieldwork team that carried out the semistructured interviews were not able to interview all the stakeholders who were identified
as important to this research. Despite requests
for meetings, the team were unable to secure
interviews with or collect data from the Kenya
Police Traffic Department.
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Most of the entities interviewed for this research were not able to share detailed pay
information, citing this as confidential or too
sensitive to release; as a result, it is not possible to carry out detailed analysis of the gender
pay gap in the transport sector. In some cases
where pay data was available, it was provided
based on job grade or role rather than in the
form of gender-disaggregated data.

take over the health, transport, planning and
development, and public works functions
from Nairobi County. As discussions of institutional rearrangement are still ongoing, including a statutory instrument establishing NMS, it
is possible that some recommendations made
to the Nairobi Metropolitan Area Transport
Authority (NaMATA) and other agencies will
ultimately fall within the scope of NMS.

In addition, not all the information provided
by interviewees enabled us to make a clear
distinction between managerial and non-managerial roles, or between leadership, technical/
administrative professionals, and low-skilled
roles. This limited our analysis of women’s
representation at different levels, as well as of
career progression.

The research used a gender-specific lens and
did not consider other axes of discrimination.
In particular, we did not include analysis of disability and its impact on employment.

The fieldwork team that carried out surveys
with matatu operators found that male operators were more willing to participate in the
survey than female operators. The fieldwork
was carried out during the working day, which
meant that participants could only participate
if they were not engaged in other duties.

Several studies and data sources have
revealed a gender gap in terms of women’s employment in the transport sector.
Globally, recent data from 2020 (ILOSTAT,
2020) shows that 14.28 percent of the people employed in the transport, storage, and
communication sector are women. Regionally,
the picture is not necessarily better off. For instance, looking at data from women employed
in the transport and storage jobs, compared to
the total number of people employed in the
sector, reveals that for several European countries in 2017 the highest share was below 30
percent. Similar data from 2020 shows that in
sub-Saharan Africa only about 12 percent of
the employees in the transport, storage, and
communications sector are female; this figure
drops to 10 percent if we account for all African
countries (ILOSTAT, 2020). Nevertheless, these
numbers are very likely overestimated for the
transport sector, as it includes other kind of
jobs such as courier services, which are lower
skilled and occupied by women.

This research only covers people who are currently in the transport field: it therefore does
not reflect the experiences of former transport workers who have chosen to leave the
industry.
The scope of the report is the functioning
urban area of Nairobi Metropolitan Area, as
the research team determined that Nairobi
County was too small an area, and Nairobi
Metropolitan Area too large, to capture the
nature of transport sector employment in the
city. As a result, the findings are specific to the
urban area.
The research was carried out prior to the
establishment of the Nairobi Metropolitan
Services (NMS) in February 2020, which will

1.4 Comparative
Research

Gender employment segregation, both
horizontally and vertically, is common
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all over the world. Horizontal segregation means that women are concentrated in
more narrowly ranged, lower-paid, and lowerskilled jobs than men (International Labour
Organization, 2017). Vertical segregation
refers to women being over-represented in
lower-ranking positions and having fewer
opportunities for promotion and access to
management roles (International Labour
Organization, 2017). This overrepresentation
has the economic consequence of pushing
salaries down in the jobs normally occupied
by women, such as administrative and service
jobs. Moreover, it should be recognized that
the reality of women occupying these jobs
is often related to structural factors such as
gender norms and stereotypes, discrimination,
and less access to education, which limits careers related to better-paid jobs.
Several qualitative studies are starting
to be conducted to have a clearer understanding of the barriers to participation
that women face in the transport sector.
Qualitative and quantitative instruments have
been used in Nairobi and other cities in the
world to better understand gender differences
in employment in the transport sector, some
of which are related to ongoing World Bank
operations.
In Nairobi, Flone Initiative designed and implemented a study on women’s safety and
the matatu industry, covering both passengers
and employees. Flone Initiative conducted
interviews with female and male minibus
operators (drivers, conductors, and managers) in three select public minibus transport
service organizations in Nairobi (referred to as
SACCOs). Their analysis also considers existing
data and included complementary qualitative
data from stakeholders similar to those in this
study. The findings from this study are aligned
with those from Flone Initiative on the barriers
to employment for women, including sexual
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harassment in the workplace, discrimination
and stigmatization, lack of job security, and
lack of specific gender provisions.
Under the Mobility and Logistics Multi-donor
Trust Fund, a study was developed on the barriers to employment for women in the transport sector in Bogota. The study followed a
qualitative research methodology, and several of the barriers and facilitators resemble
the context of Kenya. In Bogota, the study
showed, women face several barriers to participation in the transport sector, including
occupational segregation, a limited number
of women in STEM careers, recruitment processes that are not gender responsive, low
quality of jobs (including lack of flexible jobs
and childcare facilities), and sexual harassment
in the workplace (Barriga, 2019). Some of the
recommended entry points to address these
barriers are the following: collection of sexdisaggregated data for the improvement of diagnostics, development of gender-responsive
recruitment processes and communication
strategies, promotion of measures for improved work–family balance, and creation of
mechanisms to prevent and respond to sexual
harassment in the workplace.

1.5 Outline of the
Report
This report presents information and research
findings on the existing employment situation
for women in the urban transportation sector
in Nairobi, Kenya, as well as policy recommendations on how to foster non-discrimination
and equal opportunity for women in the transport sector.
Chapter 2 presents the background of the
situation for women as workers in the urban
transportation sector. As well as a global overview, it presents the transport cycle for women
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workers in transport, which will serve as the
organizing model for the main report findings.
Chapter 3 presents information on existing
employment opportunities in the Nairobi urban transportation sector. These areas include
public transport employment, both formal
and informal, as well as employment in government agencies, the broader engineering
sector, and academic departments which train
engineers.
Chapter 4 presents the legal and policy situation for women workers in Kenya, as well as
background information on women in Kenya
in the workforce generally and in the transport
sector specifically.

Chapter 5 presents the findings from the research carried out for this report. It covers the
findings from semi-structured interviews with
transport employers, including government
entities, transport providers, and universities.
It also covers findings from the surveys of
matatu operators and platform taxi operators;
findings from the focus group discussions with
female engineering students and matatu operators and users; and information from the
literature.
Finally, Chapter 6 presents conclusions and
policy implications from the findings that could
be implemented in order to improve the urban
transport sector as an employer for women.
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CHAPTER 2: WOMEN IN THE
URBAN TRANSPORTATION
SECTOR―A GLOBAL
OVERVIEW
The majority of public transport passengers
are women (International Association of Public
Transport and International Transport Forum,
2019, 1); older and low-income women are
particularly likely to use public transport
(Duchène, 2011, 11). Perhaps as a result of
this, women are often considered primarily as
users, not workers, in the public transport
sector (Wright, 2018, 9), and their needs as
users are often prioritized over discussion of
their roles as workers (Wright, 2018, 31).
There is little systematized global data on women’s participation in the infrastructure sector,
and much of what is available is not disaggregated by gender (International Labour Office,
2013). What data there is indicates that the
field is dominated by men (World Bank Group,
2018, 17). The gender-related gap in the sector is huge, with men being over four-fifths of
the sector’s employees, and a transport sector wage gap of 39 percent (World Economic
Forum, 2016). However, regional and country disparities can hardly be documented if
data is not collected regularly. For instance,
in Mexico City and South Africa, women are
entering the public transport workforce in bigger numbers (Wright, 2018, 10). In Mexico
City, government-operated transport employs
more women than privately operated public
transport (ibid., 42).
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Women may have less access to training and
other relevant education opportunities, as
well as career information about the transport sector: as a result of sex discrimination,
women may also have less access to retraining opportunities in the transport sector
(International Association of Public Transport
and International Transport Forum, 2019, 2).
In general, women face systemic barriers to
participating in education and employment
in STEM fields. These barriers manifest themselves at household, community, institutional,
and societal levels (World Bank Group, 2018,
23).
International transport organizations have
stated that women should have access to
skills development and technical training
for both entry to and progression within the
transport sector (International Association of
Public Transport and International Transport
Forum, 2019, 7), including to internship and
summer employment schemes and to apprenticeships (Baruah, 2019, 32–33).
Analyses of women working in the transport
sector show that there are two main reasons
for women’s low participation: working conditions (including time/place of work, as well as
factors such as harassment); and gender stereotyping (Turnbull, 2013, 5; Wright, 2018, 26).
In some countries, women also face legal or
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regulatory barriers to working in the transport
sector (Turnbull, 2013, 14); for example, 26
countries, including Bolivia, India, and Sudan,
retain laws that limit women’s ability to work at
night (World Bank Group, n.d.). Discrimination
against women workers in an industry that is
traditionally seen as male remains a problem:
even where non-discrimination legislation and
policies are in place, they may not be effectively enforced (Turnbull, 2013, 14).
A European project, Welfare for Improved
Social dimension of Education (WISE), argued
that recruiting more women into the urban
transport sector could 1) alleviate the demographic decline in young workers; 2) improve
work–life balance for both men and women
in the sector; and 3) provide a better customer experience (International Association of
Public Transport, 2012, 2). Kenya is projected
to increase the size of its working population
to 75 percent in 2050. This “demographic
dividend” could boost economic growth if the
young and working-age population—including women—are able to access education,
training, and good jobs (UNFPA Kenya, 2016).
The number of women in the transportation
sector has been increasing in the last decades
(Christidis et al., 2014, 15), although women
remain a small proportion of the total workforce: for example, under 10 percent of vehicle drivers are women (ibid., 26). Three in
four job losses in the transport sector between
2008 and 2011 were jobs held by women, according to LABORSTAT (Wright, 2018, 25).
Globally, women working in the urban transport sector have poorer status and conditions than men (Wright, 2018, 10). Within the
sector, women are more likely to be in precarious and low-paid jobs—for example, cleaning, catering, and vending (ibid., 27). Women
workers tend to be concentrated in administrative and customer service roles, which tend

to pay less (ibid., 16): women often make up
less than 10 percent of technical/operational
roles such as drivers (ibid., 25).
The transition in cities to Mass Rapid Transit
systems often includes transitioning jobs from
informal to formal. For example, the Bus Rapid
Transit (BRT) system in Johannesburg created
administrative, security, and cleaning jobs, as
well as bus driver jobs (Global Labour Institute
Manchester, 2019, 46). However, these may
be less open to women—for example, if
they have difficulties getting driving licenses
(Wright, 2018, 27).
Globally, women are starting to drive for platform taxi services and are entering areas that
had been male dominated—for example, BRT
and metro systems (Wright, 2018, 10). Women
also drive for women-only taxi services in cities
around the world (Peters, 2013, 34). Women
who choose to drive for platform taxi companies are more likely to cite flexible working as a
reason—in a study of six countries, 74 percent
cite this as a reason, compared to 64 percent
of men (International Finance Corporation,
Accenture, and Uber, 2018, 30)—and on average increase their incomes by 13 percent
by doing this, compared to 7 percent for men
(Wright, 2018, 29). Men’s platform taxi earnings are higher: for example, men earn about
7 percent more than women driving for Uber
(Wright, 2018, 29). Reasons for this include
that they are more likely to drive in more lucrative locations (they live nearer and are less
likely to not want to drive near drinking establishments), they accumulate more experience,
and they drive faster (Wright, 2018, 29).
However, women are less likely to have access
to car ownership and smartphones, which
makes it harder and less profitable to work
as platform taxi workers (Wright, 2018, 87).
Working class women are least likely to benefit
from platform work; they are less likely to own
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their vehicles and more likely to work longer
hours, as they rely on platform taxi work as a
full-time (rather than supplementary) income
(Wright, 2018, 86).
The growing automation of the transport sector may also disproportionately affect women:
jobs in which women are particularly concentrated because of employment segregation—
administrative and customer services—may be
more vulnerable to automation (Wright, 2018,
9), as are lower-paid roles generally (ibid., 23)
and informal jobs such as setting schedules
and counting passengers (ibid., 73). Within
STEM fields, women are underrepresented in
the fields that are growing fastest, meaning
that gender gaps could be exacerbated by increasing reliance on technology (World Bank
Group, 2018, 12). Improving gender equality
across all segments of the transport sector
would help mitigate this gap.
Predictions about job losses from automation
are often based on Organization for Economic
Cooperation and Development countries and
so may not be applicable to developing countries, which have far more informal workers
(Wright, 2018, 22). In general, however, the
introduction of new technology often results
in new forms of work that are more precarious; this is not inevitable, but a result of political choices (ibid. 15).

It also improves safety for women passengers,
improves working conditions for all workers,
and brings different and innovative skill sets
to the workforce (International Association of
Public Transport and International Transport
Forum, 2019, 2).
The transport operator can also benefit from
the enhanced gender equality in the sector.
Improving women’s employment can help (i)
transport companies meet their staffing needs
by making sure that they are not missing out
on 50 percent of the population in their recruitment processes; (ii) improve customer service and company image by projecting a more
modern and progressive image that is more
representative of their customer base; (iii) improve team dynamics and team productivity;
and (iv) know the market better and provide
more demand-driven customer service.

The Career Cycle
The career cycle for women in the transport
sector can be divided into six stages (Turnbull,
2013, 9).

Women remain underrepresented in the
sector, and may not be considered in transport planning. For example, the Institute for
Transportation and Development Policy’s BRT
planning guide does not include gender impact assessments, including for employment
creation and for social impacts (Institute for
Transportation and Development Policy, 2017,
61–64).

Low attraction to careers in the transport
sector for women may result from a number
of factors, including discrimination or a lack
of training, which leads to a preference for
male workers, as well as other factors such as
lower levels of schooling for women, a lack of
encouragement to pursue STEM subjects, or
other demands on their time that may result,
for example, from early marriage/childrearing.
It may also result from a lack of knowledge
about available jobs: for example, if jobs are
advertised in publications that attract a predominantly male readership, or if most roles
are recruited via word of mouth.

Strengthening employment opportunities for
women in the urban transport sector benefits
the women who are able to access employment.

Low selection of women for posts in the
transport sector may result from inappropriate selection criteria—for example, job and
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ATTRACTION

SELECTION

REALIZATION

(initial)
RETENTION

RE-ENTRY

(probable)
INTERRUPTION
Figure 1: The career cycle for women (Turnbull 2013)

person specification that may not reflect what
the job actually looks like (Turnbull, 2013,
20)—or from hiring procedures that are more
tailored to male applicants, or from job advertisements that are explicitly or implicitly coded
male (for example, that use “he” as a generic
descriptor). It can also result from a reluctance
to consider female candidates.
Retention of women in roles in the transport
sector may be impacted by: discrimination,
bullying, sexual harassment, absence of amenities, poor safety and security, wage gaps and
insecure wages, a lack of attention to health
and well-being, limited training, or isolation
at work (Turnbull, 2013, 22). These factors include both weak pull factors—poor working
conditions, poor opportunities for training and
development—and strong push factors, such
as harassment or poor work–life balance.

Interruption of women’s work in the transport sector includes anticipated interruptions
for childbirth, caring responsibilities, and contractual arrangements. It also includes unanticipated interruptions (quitting or involuntarily leaving jobs).
After an interruption in employment, low levels of re-entry into the transport workforce
can result from a loss of benefits (continuity of
service, pay gap) and status (inflexible working
opportunities, limited retraining).
Realization—achieving one’s potential—in
work is necessary for dignified and quality work, and allows for promotion (at which
point the career cycle begins again).
This model, described in the literature, will
serve as an organizing structure for the research findings in Chapter 5.
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CHAPTER 3: OVERVIEW
OF EMPLOYMENT
OPPORTUNITIES IN
THE NAIROBI URBAN
TRANSPORTATION SECTOR
Globally, 6.6 percent of the labor force in
emerging economies work in the transport
and communications sectors; this work ranges
from low-skill roles, such as handling machinery, to high-skill roles in STEM fields (World
Bank Group, 2018, 15).
The Kenyan economy created many jobs between 2006 and 2013, an impressive 800,000
jobs per year. Thus, employment grew at 4.5
percent per year, by far exceeding working
age population growth—2.8 percent per year
(World Bank Group 2016). The country’s employment opportunities are often observed in
the following main sectors: agriculture, manufacturing, industry, and services. Kenya Vision
2030, the country’s development program,
has identified the infrastructure sector—including transport—as an enabler for economic
transformation. The current medium-term
plan includes a number of transport-sector
programs, including a program aimed at enhancing connectivity in cities, urban areas, and
municipalities (Government of Kenya, 2018b,
sec. 3.1).
Nairobi city has a population of 4,397,073,
which is almost 10 percent of the population
of Kenya (Kenya National Bureau of Statistics,
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2019). While a large percentage of trips made
in Nairobi are on foot (37.8 percent), journeys made by matatu/bus, private car, bodaboda together make up more than half the
trips—41.5 (10 percent for bus) percent, 12.6
percent, and 4.0 percent respectively (JICA/
NCC, 2014). Employment in the urban transport sector in Nairobi includes work in the
public transport sector, as well as planning,
construction, regulation, and academia.

3.1 Public Transport
Walking remains the most common single
form of transport in Nairobi: in 2014, 2.7 million daily journeys were made on foot each
day. The remaining 4.1 million journeys, however, include many that are made by public
transport.

3.1.1 Matatu
Urban public transport in Nairobi is dominated
by matatus, which are privately owned and
operated minibuses carrying 14 to 33 passengers (Global Labour Institute Manchester,
2019, 12). Estimates of the number of matatus in the city range from 8,000 (Wright,
2018, 39) to 10,000 (Global Labour Institute
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Manchester, 2019, 12), and they carry between 350,000 and 400,000 passengers each
day1 (BRT Line 1 Feasibility Study, 2018, 28) on
about 90 routes through the city (Nairobi City
County Government, 2018). County statistics
show that 28.4 percent of journeys in Nairobi
are made by matatu (JICA/NCC, 2014).
Roles in the matatu sector include drivers
and conductors, who collect fares and announce the route (Graeff, n.d., 17), but also
other informal roles, including callers, pigaseti (people who pose as passengers to make
a vehicle look full), porters, managers, and
security workers (Wright, 2018, 39). Because
of its informal nature, estimating the size of
the matatu workforce—including crews, stage
workers (who work at matatu stops and stations), and service workers (including mechanics and technicians)—is difficult, but it may
employ around 160,000 people nationally
(Wright, 2018, 32). Matatu workers in Nairobi
are comparatively young and well-educated
(Global Labour Institute Manchester, 2019,
35).
Matatus must be licensed by the National
Transport and Safety Authority, which identifies
18,850 matatus and buses as being registered
in Kenya, and they are organized into around
279 SACCOs within the Nairobi Metropolitan
Area (BRT Line 1 Feasibility Study, 2018, 28).
While the matatu associations choose which
routes to operate and convey the decision to
the counties for purposes of receiving the letter of no objection, SACCOs to some extent
regulate workers and outsource the operations to individuals through formal or informal
contracts.
SACCOs (and other public transport operators)
are required to provide codes of conduct approved by the NTSA for members and employees (National Transport and Safety Authority,
1 It is extremely difficult to estimate the number of passengers
who ride matatus each day: the highest estimate is 3 million
daily passengers (Nairobi City County Government, 2015), in a
city with a population of 4.4 million (Mosoku, n.d.).

2013, sec. 5-1-c; Tanzarn, 2017, 2), but the
content of the code of conduct is not specified
in law. SACCOs in Nairobi discipline workers
for infractions ranging from traffic offences to
sexual harassment; the consequences for sexual harassment may be suspension from any
SACCO for three months, but not necessarily
criminal or other sanctions (Wright, 2018, 99).
Guidance for SACCO codes of conduct provided by the Law-Growth Nexus Project specifies
only behavioral conduct for drivers, and states
that drivers should be civil and courteous, and
that they should ensure passengers are treated
with courtesy and respect; it does not specify,
for example, behavioral standards for other
staff, or provide specific prohibitions on sexual
harassment (Law-Growth Nexus Project and
International Labour Office, n.d., 12). It is not
clear how many SACCOs have adopted these
codes of conduct.

“The transport business is
viable only if cartels are
removed from the system”
—HR staff member, Kenya Bus
Service Management
Once seen as entrepreneurs, matatu owners
and operators are now viewed as focused
on profit at the expense of other concerns,
including safety (Stasik and Cissokho, 2018).
The matatu sector is associated with criminal
gangs who charge protection money, and with
money laundering and bribery (Global Labour
Institute Manchester, 2019, 12). The image of
bus stations and private operators as dangerous is used to justify state incursion into these
spaces (Stasik and Cissokho 2018).
Nairobi tried to introduce cashless payments
for matatu transport (Nairobi Business Monthly,
2015), with the aim of addressing corruption
and safety, but this failed after resistance from
some transport workers associations and from
banks (Wright, 2018, 69).
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3.1.2 Bus

3.1.4 Railways

Commercial bus routes in Nairobi are operated by Kenya Bus Service Management Ltd
(KBSM), which was established in 2006 from
Kenya Bus Services Ltd (KBS), which collapsed
in 2005. KBSM is a public service vehicle management company that operates on a franchise model: franchisees operate around 300
buses and employ more than 1,200 staff across
Kenya (Kenya Bus Service Management Ltd.,
2017). An estimated 12.2 percent of journeys
in Nairobi are made by bus (JICA/NCC, 2014).

The first railway in Kenya was established in
1895 (Njuguna, Wahome, and Deisser, 2018),
and construction reached Nairobi in 1900
(Otieno, 2016). Kenya Railways Corporation
(KRC) owns the railway network, which consists primarily of 2,765 kilometers of metergauge track and 485 kilometers of standard
gauge Railway in Kenya. KRC is the statutory
body established under the Kenya Railways
Corporation Act (Government of Kenya,
2012a). KRC’s operational mandate covers
rail, inland transport, and port facilities in relation to waterway transport (Lake Victoria rail
ferries), as well as providing ancillary connecting road transport services. The headquarters
of KRC and its training institutes are located
in Nairobi, and it is overseen by the State
Department of Transport.

City Shuttle and Double M SACCOs are the
other major operators in Nairobi.

3.1.3 Taxi Services
Private taxi firms such as Kenatco and Courtesy
Cabs operate in the city. In addition, since
2014 multiple platform taxi services, including
Uber, now operate in the city (Osman, 2019),
as do car-sharing companies (Wright, 2018,
39). There are an estimated 10,000–25,000
platform taxi drivers in Nairobi (multiple companies mean that estimation of numbers is difficult), of which an estimated 10 percent are
women (Wright, 2018, 83). Income from platform taxi work is comparatively low in Nairobi
because of the competition between multiple
providers (Wright, 2018, 86). An estimated
13.6 percent of journeys in Nairobi are made
by cars or trucks, including taxis: the figures
do not differentiate taxi journeys from other
car journeys (JICA/NCC, 2014).
Some platform taxi drivers in Nairobi are members of unions, but companies discourage union membership: in one case, the accounts of
five women drivers were deactivated for attending a union meeting (Wright, 2018, 104).
Platform taxi drivers for Uber and Little Cab
interviewed under this study reported that the
work was flexible, but that security for drivers
was a problem, particularly for women.
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The railway is the only formal and regulated
public transport service available in Nairobi.
The total route lengths of meter-gauge track
(commuter rail) within metropolitan Nairobi
is 155 kilometers. The Nairobi commuter rail
system currently carries around 13,000 passengers per day (Okoth, 2020) on four lines,
which run from Nairobi Railway Central
Station to Ruiru, Kahawa, Syokimau, and
Kikuyu (Nairobi City County, 2014). In 2014,
railways had the smallest share of passenger
journeys in Nairobi, at 0.2 percent of total
daily journeys (Nairobi City County, 2014).
Currently, the Government of Kenya and KRC
are prioritizing commuter rail improvement,
with an increased number of operations and
stations. When the full scale of rehabilitation
of existing commuter rail infrastructure and
procurement of railway cars is materialized,
this will create more formal jobs, such as engineers, drivers, station clerks, assistants, and
administrators.
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3.1.5 Boda-bodas and Tuk-tuks
Motorcycle taxis are known in Kenya and other
parts of East Africa as boda-bodas.2 According
to the Motorcycle Assemblers Association of
Kenya, there are around 800,000 boda-bodas
in Kenya, and drivers earn an estimated KES
1,000 per day (Ilako, 2019). Boda-bodas operate as individuals, but boda-boda operators may form informal collectives, grouped
around a specific point where they wait for
jobs (Ibrahim and Bize, 2018). An estimated
1.2 million people are employed in boda-boda
work in Kenya: the majority are men under
the age of 35 (Mkutu and Mkutu, 2019). At
least two platform boda-boda companies—
UberBoda and Bolt (formerly Taxify)—operate
in Nairobi (Njanja, 2018). An estimated 5.4
percent of journeys in Nairobi are made by
two-wheeled vehicles, but the figures do not
2 The term originally referred to bicycle taxis, which began to
operate in the 1960s, but now refers to motorcycle taxis (Mkutu
and Mkutu, 2019).

differentiate between private motorcycles and
boda-bodas (Nairobi City County, 2014).
In 2018, boda-bodas were banned by City
Hall (County Government) from operating in
Nairobi’s CBD: however, they continue to operate in the area (Business Daily Africa, 2020).
Boda-bodas are perceived as being associated
with theft and armed robberies; however,
boda-boda operators are also vulnerable to
violence and crime (Mkutu and Mkutu, 2019).
Tuk-tuks (small three-wheeled taxies) are also
a common form of transport in Kenyan towns
and cities: after matatus and boda-bodas, they
are the third most popular form of transport in
Nairobi (Kiage, 2018).

3.1.6 Summary of Existing
Public Transport
Table 1 presents a summary of the most common modes of public transport in Nairobi.

Figure 2: Share of transport for different journeys in Nairobi (JICA/NCC, 2014)
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TABLE 1: MODES OF PUBLIC TRANSPORT IN NAIROBI
Transport
method

Year
introduced

Modes

Share of
transport

Size

Operated by

Matatu

1950s (Graeff,
n.d.)

Minibuses
carrying 14–33
passengers

28.4%

8–10,000
matatus
operating on
approximately
90 routes

Private operators,
organized into
SACCOs

Bus

2006 in current
form: buses
were first used in
Nairobi in 1934
(Kenya Bus Service
Management Ltd.
n.d.)

Buses carrying
31 or 51
passengers
(Nairobi
City County
Government,
2018)

12.2%

KBSM
operates on
10 routes

Franchisees
of KBSM; City
Shuttle, Double
M

Taxi

Unknown

Cars

Unknown

Unknown

Private taxi
companies

Platform taxi

2014 (Osman,
2019)

Cars driven
either by
owners or hired
drivers

Unknown

Estimated
10,000–
25,000 taxis
(Wright, 2018)

Companies
including Uber,
Little Cab

Railway

1900 (Otieno,
2016)

Meter-gauge
trains

0.2%

Four
commuter
routes

Kenya Railways
Corporation

Boda-boda

Mid-2000s
(Ibrahim and Bize,
2018)

Motorcycles
with drivers

Unknown

Unknown

Private
individuals

Tuk-tuk

Unknown

Unknown

Unknown

Private
individuals

3.1.7 Proposed Mass Rapid
Transit System
Bus Rapid Transit systems are being implemented in cities around the world. BRT systems are defined by several criteria (Global
Labour Institute Manchester, 2019, 8):
•

Dedicated right-of-way

•

Busway alignment (minimizing conflict
with other traffic)
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•

Off-board fare collection

•

Intersection treatments (reducing delays at
intersections)

•

Platform-level boarding

In addition to commuter rail, the Government
of Kenya has identified the development of BRT
in Nairobi as their priority action. The first line
of BRT in Nairobi was due to open in December
2018, but has not yet been introduced. The
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reasons for this include lack of finance for
buses and infrastructure, as well as opposition
from matatu owners (Global Labour Institute
Manchester, 2019, 9). The introduction of the
BRT system will likely put matatu jobs at risk,
as matatus will be excluded from BRT routes
(ibid., 11): an estimated 80,000 transport jobs
may be affected (Wright, 2018, 101), and
more than 35,000 jobs may be at risk (Global
Labour Institute Manchester, 2019, 33).
The proposed BRT system is likely to create
formal jobs, including drivers, but also ticketing clerks and assistants, administrators
and route managers, control center monitoring staff, and workshop engineers. However,
these will only be an estimated 5–6,000 roles
to offset the jobs that will be at risk: this may
mean a net loss of up to 30,000 jobs (Global
Labour Institute Manchester, 2019, 60).
The 2014 Project on Integrated Urban
Development for Nairobi recommended that
consensus about the introduction of a BRT
system be obtained from matatu passengers
and operators (JICA/NCC, 2014, sec. ES-7.6).
Stakeholder consultations held in February
2017 included matatu drivers and conductors, as well as owners (Integrated Transport
Planning, 2017). Matatu workers expressed
concerns that jobs would be lost and that
they—and the informal workers whose jobs
are enabled by the matatu industry—would
not be able to find work in the BRT system
(Integrated Transport Planning, 2017, 79).
Formal and informal transport sector and associated workers—for example, taxi drivers
and street sellers—have expressed concerns
that the BRT introduction will impact their livelihoods (Integrated Transport Planning, 2017,
53–54).
Matatu workers interviewed in 2017 were also
concerned that they did not possess sufficient
academic qualifications to work on the BRT

system (Integrated Transport Planning, 2017,
73). The Nairobi Metropolitan Area Transport
Authority has confirmed that training for public transport workers on BRT systems will be
undertaken in partnership with NTSA (Wright,
2018, 75).

3.2 Government
Agencies and
Institutions
Nairobi is Kenya’s capital city and hosts the
main offices of all the government agencies
that cover transportation. There are multiple
authorities responsible for urban transport
in Nairobi (Government of Kenya, 2018a;
Nairobi Metropolitan Area Transport Authority,
n.d.; Government of Kenya, n.d.; Nairobi City
County, 2019):
The State Department of Transport’s seven
divisions include the Road Transport Division
and the Railways Division. The Road Transport
Division is responsible for road transport policy
and regulation: it has oversight over NTSA,
which aims to harmonize the operations of
road transport departments and to minimize
road crash deaths (Kenya National Transport
and Safety Authority, n.d.).
The State Department of Infrastructure’s
constituent institutions include: the Kenya
Roads Board, which finances and manages
road maintenance; the Kenya Urban Roads
Authority and the Kenya National Highways
Authority, which manage maintenance of
urban and of major connecting roads respectively; and the Engineers Board of Kenya.
The State Department of Housing and Urban
Development’s areas of oversight include
building and construction codes, regulation of
building contractors, and urban planning and
development.
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TABLE 2: TRANSPORT AUTHORITIES AND THEIR RESPECTIVE RESPONSIBILITIES
IN NAIROBI
Authorities

Responsibilities

Kenya National
Highways Authority

Manage, develop, rehabilitate, and carry out maintenance of international trunk roads
linking centers of international importance and crossing international boundaries
or terminating at international ports (Class A road), national trunk roads linking
internationally important centers (Class B roads), and primary roads linking provincially
important centers to each other or two higher-class roads (Class C roads)

Kenya Railway
Corporation

Develop an integrated rail network and provide efficient and safe rail services

Kenya Roads Board

Oversee the road network in Kenya and coordinate the maintenance, rehabilitation and
development of roads

Kenya Urban Roads
Authority

Manage, develop, rehabilitate, and maintain national urban trunk roads

Ministry of
Transport,
Infrastructure,
Housing and Urban
Development

Oversee five functional state departments, including the State Department of Transport,
the State Department of Infrastructure, and the State Department of Housing and
Urban Development

Nairobi City County

Provide services to residents in areas including physical planning, public health, social
services and housing, primary education infrastructure, inspectorate services, public
works, and environment management

Nairobi
Metropolitan Area
Transport Authority

Oversee the establishment of an integrated, efficient, effective, and sustainable public
transport system within the Nairobi Metropolitan Area

National Transport
and Safety
Authority

Harmonize the operations of the key road transport departments and help in effectively
managing the road transport sub-sector and minimizing loss of lives through road
accidents

State Department
of Housing and
Urban Development

Responsibilities include urban transport in the Nairobi Metropolitan Area

State Department
of Infrastructure

Institutions include Kenya Roads Board, KURA, and KeNHA

State Department
of Transport

Divisions include Road Transport and Railways

Nairobi
Metropolitan
Services

Created in February 2020, NMS is in charge of some functions of Nairobi County,
including Health, Transport, Planning and Development, and Public Works, which have
been transferred to the national government
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At the municipal level, NaMATA was set up in
2017 to oversee the development of an integrated public transport system in the Nairobi
metro area.

3.3 Engineering
By law, all engineers in Kenya must be registered with the Engineering Board of Kenya.
As of December 2019, the board had 16,664
registered engineers, of which almost half
(8,122) were listed with an address in Nairobi
(Engineers Board of Kenya 2019a; 2019b;
2019c).

3.4 Education
Transport roles also exist within universities. In Nairobi, academic and administrative
staff work in departments such as the Civil,
Environmental and Geospatial Engineering
Department at Jomo Kenyatta University of
Agriculture and Technology, the Department
of Architecture and Urban Planning at
the Technical University of Kenya, and the
Department of Urban and Regional Planning
at the University of Nairobi.
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CHAPTER 4: WOMEN IN THE
WORKFORCE
As women navigate their career options, the
legal and regulatory environment can play a
major role in determining the opportunities
available to them. This section examines legal
barriers in Kenya that may hinder women’s
participation in the urban transport sector.

4.1 Kenyan Labor Law
and Policy
According to the World Bank Group’s Women,
Business and the Law Index, Kenya scores 80.6
out of a possible 100, placing it 83rd out of
the 190 jurisdictions reviewed (World Bank
Group, 2020a). Kenya has no legal constraints
on women’s freedom of movement, decision
to work, pay, or ability to marry: for example,
there are no legal restrictions on women’s ability to work at night or in jobs deemed hazardous (World Bank Group, 2019c, 26). Women
can sign contracts, open bank accounts, and
register businesses; however, there is no prohibition on discrimination by creditors on the
grounds of sex or gender, paid maternity leave
is not guaranteed in law, and pension benefits
may be impacted by childcare periods (World
Bank Group, 2020a).
Labor legislation in Kenya does not restrict
women’s employment in the transport sector; however, this has not always been the
case. Until 2007, women in Kenya were legally prohibited from working between the
hours of 6.30 p.m. and 6.30 a.m. under the
Employment Act of 1976. This prohibition,
modeled after a now-abrogated International
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Labour Organization Convention, applied only
to industrial undertakings, a term of art defined in the law as including “the transport
of passengers or goods by road, rail or inland
waterway, including the handling of goods at
docks, quays, wharves and warehouses, but
excluding transport by hand.” This prohibition
ended with the passage of the Employment
Act 2007; however, barring women from
industrial jobs can have lasting effects on
the industry’s culture and further entrench
discriminatory practices. It can also affect
women’s leadership in the sector, as women
have not had the opportunity to build up their
experience.
The Employment Act 2007 prohibits sex discrimination by employers (Government of
Kenya, 2007, sec. 5-3) and obliges employers
to promote equal opportunities in employment (Government of Kenya 2007, sec. 5-2).
It also provides three months fully paid maternity leave and protection of employment
(Government of Kenya, 2007, sec. 29), and
obliges employers of more than 20 employees to implement a sexual harassment policy (Government of Kenya 2007, sec. 6). The
Employment Act also states that it is not discrimination to implement affirmative action
programs “consistent with the promotion of
equality or the elimination of discrimination in
the workplace” (Government of Kenya 2007,
sec. 5-3-c-a). Kenya has ratified both the ILO
Equal Remuneration Convention, 1951 (No.
100) and the ILO Discrimination (Employment
and Occupation) Convention, 1958 (No. 111).
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Kenyan women who qualify as employees under the Employment Act of 20017, however,
still face some legal barriers at work. The law
does not establish civil remedies for sexual
harassment, which is an important enforcement mechanism for victims. Further, the act
only guarantees three months (90 days) of
paid maternity leave, falling slightly short of
the International Labour Organization’s minimum standard of 14 weeks (98 days) and recommended duration of 18 weeks (126 days).
While the legal protections afforded to employees are relatively strong overall, they unfortunately do not apply to a significant number of women in the transport sector who
are self-employed. Female Uber drivers and
matatu operators who fall into the category
of “independent contractors,” for example,
would not be governed by the provisions of
the Employment Act, meaning they will have
little recourse for discrimination and sexual
harassment. It also means that they are not
legally afforded any of the rights that follow
from being classified as an employee, such
as: one rest day per week; paid maternity,
sick leave, and annual leave; the right to an
itemized pay statement; the right to proof of
reason for termination of contract by the employer; or the right to equal remuneration for
work of equal value.

4.2 Other Laws and
Policies
In addition to laws and policies specific to the
labor market, Kenya has a considerable number of other laws and policies related to gender equality, and many government institutions are responsible for implementing these.
The Constitution of Kenya mandates gender
equality and obligates the state to address
the needs of women and other marginalized
groups. The constitution also stipulates that

“the State shall take legislative and other
measures to implement the principle that
not more than two-thirds of the members of
elective or appointive bodies shall be of the
same gender” (Government of Kenya, 2010,
sec. 27-8). In other words, a minimum of 33.3
percent of the staff (and a maximum of 66.6
percent) should be women: this is colloquially
known as the “two-thirds rule.” In 2011,
the National Gender and Equality Commission
was set up to promote gender equality and
freedom from all forms of discrimination in
Kenya, especially for special interest groups,
through ensuring compliance with policies,
laws, and practice.
The former Ministry of Gender, Children and
Social Development passed the Gender Policy
2011, which aimed to provide a framework
for policies aiming to mainstream gender and
to empower women (Government of Kenya,
2011). In 2015, the State Department for
Gender was established in the Ministry of
Public Service, Youth and Gender Affairs: its
mandate, as refined in 2018, includes gender policy management, programs for the
empowerment of women, and gender mainstreaming in government departments and
agencies (State Department for Gender, n.d.).
The department produced the National Policy
on Gender and Development 2019, which
seeks to create a just, fair, and transformed
society free from gender-based discrimination
in all spheres of life practices.
The Sexual Offences Act, which was passed in
2006, addresses sexual harassment in certain
circumstances. It does not, however, prohibit
sexual harassment in public places such as in
transportation systems. The National Policy
for Prevention and Response to Gender-based
Violence 2014 charges the Ministry of Labor
and private sector employers with developing
and implementing policies on gender-based
violence in the workplace.
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TABLE 3: LAWS AND POLICIES RELATED TO GENDER EQUALITY IN KENYA
Objective

Relevant law/policy

Implementing
institutions

Mainstreaming gender into national
and county development processes

•

National Gender and
Equality Commission

•

Constitution of Kenya (2010)
Article 20, 27 – National
principles of equality in
governance
Constitution of Kenya (2010)
Article 59

Mainstreaming gender issues and
correcting for gender inequalities at all
levels of government and sectors

Sessional Paper No. 2 of 2019 on
National Policy on Gender and
Development

State Department for
Gender, Ministry of Public
Service, Youth, and Gender
Affairs

Flagship program for Vision 2030
seeking to enable women, youth,
and persons with disabilities to
access finances in order to promote
businesses and enterprises at the
constituency level

Legal Notice No. 21 of the Public
Finance Management Act, 2014

Uwezo Fund

Support women-oriented micro, small,
and medium-sized enterprises

Legal Notice No. 147 of
Government Financial Management
(Women Enterprise Fund)
Regulations, 2007

Women Enterprise Fund

Support the government’s
commitment to putting in
place measures to redress past
disadvantages

Legal Notice No. 24 of the Public
Finance Management Act, 2012

The National Government
Affirmative Action Fund

Implement the Social Pillar that
promotes gender equality

Kenya Vision 2030

Vision 2030 Delivery
Secretariat

Decentralized access to quality services

Constitution of Kenya (2010) Article
175

47 county governments

Nondiscrimination of women in
employment

Employment Act 2007

All employers

Article 227 of the Constitution of Kenya requires that the procurement of goods or
services by a public entity should be “fair,
equitable, transparent, competitive and costeffective” (Government of Kenya, 2010, sec.
227-1). Article 55 of the constitution provides
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for inclusion measures for youth in employment, education, and training (Government
of Kenya, 2010, sec. 55), and the Public
Procurement and Asset Disposal Act 2015
requires that 30 percent of government
procurement spending be allocated to

Gender in Urban Transport in Nairobi, Kenya Volume II: Employment

enterprises owned by women, youth (aged
between 18 and 35), people with disabilities,
and other marginalized groups (Government
of Kenya 2015, sec. 53-6). This is implemented through the Access to Government
Procurement Opportunities (AGPO) program.
In May 2016, the Kenyan Public Service
Commission issued the Diversity Policy for the
Public Service, which reiterated the need for
public sector entities to ensure that not more
than two-thirds of their staff are of the same
gender (Kenya Public Service Commission,
2016, sec. 2.2.3). The policy required public
service institutions to monitor gender ratios
and implement affirmative action policies
in 2017, and to implement measures to allow
parents to combine work with their family obligations, including through providing
childcare facilities for children under the age
of 3 (Kenya Public Service Commission, 2016,
sec. 2.2.3). It also makes specific recommendations for institutionalizing diversity,
including that related to leadership commitment, inclusion in strategic plans, implementation of training and career development,
and monitoring and evaluation (Kenya Public
Service Commission, 2016, sec. 2.3).
The National Policy on Gender and
Development includes priority actions on
eliminating discrimination in access to employment, promotion, and training, and specifically notes the need to integrate women
in non-traditional areas of employment:
the policy specifically identifies construction
and infrastructure development (Government
of Kenya, 2019, sec. 4.4), but also applies to
other roles in the urban transportation sector.
In Kenya, there is a statutory obligation for
the transport sector to mainstream gender (Ministry of Transport, 2009). This has
been reflected in policies: for example, the
Ministry of Transport, Infrastructure, Housing

and Urban Development includes gender equity and equality in its core values (Ministry
of Transport, Infrastructure, Housing and
Urban Development, 2017, 3), while Kenya
Railways Corporation developed a Gender
Mainstreaming Policy in 2017 (Kenya Railways
Corporation, 2017a), as well as a set of Career
Progression Guidelines in the same year which
established standards for advancement to
higher grades within the organization (Kenya
Railways Corporation, 2017b).
Women who are self-employed and want to
register their own businesses or need to access
finance to purchase a vehicle, for example,
may face other legal barriers as well. Under
the Registration of Business Names Act (1951,
revised 2012), women can legally register businesses, but not in the same way as men. The
act requires married women to provide the
name of her husband in the statement of particulars, while men are not required to provide
such details about their wives (Government of
Kenya, 2012c, sec. 6-1-h).
In Kenya, inheritance rights are unequal between male and female surviving spouses:
Kenya’s Law of Succession Act provides that
a widow’s inheritance rights may be terminated upon remarriage (Government of Kenya,
2012b, sec. 35). Widowers, on the other
hand, face no implications for their inheritance
rights if they remarry. Often inheritance offers
an opportunity for both men and women to
own land or housing. For widows, inheritance
may be the only way to acquire ownership
over assets and can be a crucial component of
economic security after the death of a spouse.
For instance, it can increase their ability to
start and grow businesses by giving them the
collateral they need to secure credit. In addition, the law does not prohibit creditors from
discriminating based on gender, meaning that
discriminatory lending practices may be going unchecked and preventing women from
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Figure 3: Women employees in the services sector in Kenya (World Bank Group, 2016)

obtaining the necessary finance for their entrepreneurial activities.
Kenya’s economic development blueprint,
Kenya Vision 2030, emphasizes equity in power and improved livelihoods for all vulnerable
groups. Specific strategies include increasing
the participation of women and youth in all
spheres and the reduction of socioeconomic
inequalities. Vision 2030 is aligned to the
global development framework, including
the Sustainable Development Goals, of which
Goal 5 is to achieve gender equality and the
empowerment of all women and girls. As
part of Vision 2030, the government established the National Government Affirmative
Action Fund, which aims to empower the
disadvantaged, including vulnerable women,
and reduce poverty. Kenya’s Goal 5 development objectives are also supported by the
Women Enterprise Fund, which provides accessible credit to women starting or expanding businesses.
As a result of current realities, legal and policy
barriers to women’s employment in Kenya’s
urban transportation sector can play a role in
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what economic opportunities women have
compared to men. Even where legal and policy
barriers have been eliminated and protections
have been introduced, poor implementation
can remain a challenge.

4.3 Women in Kenya’s
Transport Sector
In Kenya, women—who made up 50.5 percent of the population in 2019 (Kenya National
Bureau of Statistics, 2019)—face inequalities in
education, assets, earnings, and employment;
as a result, women are less likely to be employed than men (Atieno, 2009, 7). The State
Department for Gender’s Strategic Plan notes
that women in Kenya have unequal access to
employment in the public and private sectors
(Ministry of Public Service, Youth and Gender
Affairs, n.d., 20). An estimated 72.1 percent of
Kenyan women participate in the labor force,
compared to the national rate of 74.7 percent
(World Bank Group, 2019d; 2019e). In Kenya,
36 percent of civil servants—and 28 percent
of decision-making civil servants—are women
(Women in Public Service Project, n.d.).

be better represented.
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The representation of women in the services
5 percent of workers), and 9.2 percent of
sector categories of “professional, scientific
workers in the broader transport and comand technical activities” and “transport and
munications industry (Tanzarn 2017, 20). A
storage” subsectors is only 4 and 7 percent
2015 study in Kenya found that transport is
respectively. It should be noted that because
perceived as a male industry and that female
many countries report transport and storage
workers in the sector are considered incompeemployment together, this is likely an overtent and “unfit” (ibid., 21).
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CHAPTER 5: FINDINGS
“There is an assumption that
the transport sector is a man’s
world”
—HR staff member, State
Department of Housing and
Urban Development

5.1 Representation of
Women in the Urban
Transport Sector
As discussed above, the Constitution of Kenya
lays the foundation for the “two-thirds rule”:
this is an obligation for government entities,
and an aim for others. However, our research
found that while some institutions had made
good progress towards representation of
women, in general women remain underrepresented, even according to this standard, in
the urban transport sector.

are close to the target, ranging from 27 to
33 percent. Three state departments of the
Ministry of Transport, Infrastructure, Housing
and Urban Development achieve this target,
and the Kenya Roads Board has achieved almost 50 percent women staff. These figures
are much higher than globally reported in the
transport sector.
Among the transport providers we interviewed, we observe distinctive differences
between Kenya Bus Service Management Ltd.
and Kenya Railways Corporation. We assess
that KRC's higher ratio of female workforce,
which is about to reach the target of the twothirds rule, is due to the scale of government
control, as it is a state-owned enterprise, but
KBSM is a private entity.
In total, across the 13 employers interviewed,
1,353 of the 4,318 workers were female: 31.3
percent, which is just under the two-thirds
requirement.

5.1.1 Urban Transport
Institutions

5.1.2 Numbers in Other Urban
Transport Areas

In order to apply a gender lens to employment opportunities in the urban transport
sector and to identify gaps and challenges for
women’s participation in this sector, we obtained information through semi-structured
interviews (Table 5) about the numbers of
male and female employees at the institutions
the interviewees represented. Five of the government entities, but only one of the universities and neither of the transport providers,
had achieved the two-thirds rule. Although
the women’s workforce ratios are below
two-thirds, in three government entities they

Data on employment in the urban transport
sector in Nairobi is limited. In Nairobi, women public transport workers interviewed for
a 2018 study had an average age of 32 and
were more likely to be employees than self-employed (Wright, 2018, 48). According to data
from the Transport Workers Union–Kenya, of
their 5,551 members working in passenger
transport in 2018, fewer than 15 percent
(828 workers in total) were female, while in
the road haulage sector, 1,268 of 14,923
(8.5 percent) workers were female (Transport
Workers Union–Kenya, 2018). While women
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TABLE 4: FEMALE AND MALE EMPLOYEES*
Total
female
employees

Total male
employees

Total
employees

%
women

Kenya National Highways Authority

174

358

532

32.7

Kenya Roads Board

45

46

91

49.5

Kenya Urban Roads Authority

73

197

270

27

Nairobi Metropolitan Area Transport
Authority

5

13

18

27.8

National Transport and Safety Authority

260

414

674

38.6

State Department of Housing and
Urban Development

303

439

742

40.8

State Department of Infrastructure

267

532

799

33.4

State Department of Transport

89

106

195

45.6

Kenya Bus Service Management Ltd

50

647

697

7.17

Kenya Railways Corporation

68

150

218

31.2

Jomo Kenyatta University of Agriculture
and Technology

5

37

42

11.9

Technical University of Kenya

8

9

17

47.1

University of Nairobi

6

17

23

26.1

Government entities

Transport providers

Universities

*Numbers of male and female workers at the institutions which participated in the semi-structured interviews. Orange figures
indicate employers which have between one-third and two-thirds women in their employ.
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are underrepresented in transport worker unions in Kenya, they do occupy some leadership
roles (Wright, 2018, 94).
Estimates in the literature are that 1 in 10
matatu drivers and 3–4 in 10 matatu conductors are women (Wright, 2018, 48). This is
in stark contrast to other informal industries
in Kenya, which are dominated by women
(Atieno, 2009, 2). Women are better represented in administrative jobs: women may
make up 50 percent or more of platform taxi
office workers in Nairobi (Wright, 2018, 84).
Among the matatu workers surveyed for this
report, 17.6 percent of conductors and 5.6
percent of drivers were women: close to half
the rates in the literature. However, this may
reflect the fact, noted above, that women
were less likely to want to participate in this
research.
Women matatu workers surveyed in Nairobi
were more likely to have been working for
a shorter time: 61.4 percent had been in
the matatu industry for less than 5 years,
compared to 35.7 percent of men (Global
Labour Institute Manchester, 2019, 26). One

TABLE 5: MATATU WORKER ROLES*

Conductors
Drivers
Fleet managers
Managers
Stage attendants
Taxi operator
Kamagera/squad
workers

Male

Female

42
67
3
1
1
1
0

9
4
0
0
0
0
1

*Roles held by the 129 matatu workers surveyed for
this report
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hypothesis as to why this is the case is that
women stay in the sector for less time due to
the work environment or other commitments
such as childcare. It could also reflect a trend
of more women joining the sector in recent
years (Global Labour Institute Manchester,
2019, 26). In another 2018 survey, 94 percent
of the women public transport workers surveyed had children, compared to 78 percent
of men (Flone Initiative 2018, 29).
In order to better understand how women
work within the matatu sector, a survey of 129
matatu operators in Nairobi was conducted
for this report. A total of 15 women and 114
men responded.
Overall, women reported being younger
(mode: 31–35), having less education (mode:
primary education), and being unmarried (78
percent) or single parents (57 percent). They
were more likely than men to report being selfemployed (21 percent were self-employed,
compared to 14 percent self-employment
for men). Men were more likely to be older
(mode: 35–46), have some high school education (66 percent), and be married (84 percent)
or married with children (48 percent). They
were more likely than women to report being
company employed (86 percent, compared to
79 percent of women). Women matatu workers were more likely to be single than men,
and of the women surveyed, all the parents
were single.

5.1.2.1 Roles and Levels
In general, women are poorly represented in
decision-making bodies in the transport sector
(Turnbull, 2013, 23; Institute for Transportation
and Development Policy, 2017, 12).
According to the key informant interviews
under this study, women in the urban transportation sector in Nairobi—like elsewhere in
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the world—tend to hold particular roles: they
are more likely to be in more junior and in
administrative roles.

“Women tend to work
as personal assistants, in
accounts, as conductors. Men
tend to work as PSV [public
service vehicle] drivers and
conductors. This is because of
the working conditions.”
—HR staff member, Kenya Bus
Service Management

“Women work in secretarial
and service departments, men
work in technical roles: the
difference is because of their
qualifications.”
—HR staff member, State
Department of Transport
Six of the government entities and one transport provider who participated in the semistructured interviews were able to provide
data to enable analysis of the rates of men
and women in management and non-management roles (Table 6). Two government entities had achieved the two-thirds rule at the

Total employees in
management roles

% Women in
management roles

Management – female

Management – male

Total employees in nonmanagement roles

% Women in nonmanagement roles

Non-management –
female

Non-management –
male

TABLE 6: WOMEN AND MEN IN MANAGEMENT/NON-MANAGEMENT ROLES*

Kenya National Highways Authority

260

31.9

83

177

272

33.5

91

181

Kenya Urban Roads Authority

153

34.6

53

100

117

17.1

20

97

Nairobi Metropolitan Area Transport Authority

7

14.3

1

6

11

36.4

4

7

National Transport and Safety Authority

91

35.2

32

59

582

39.2

228

354

State Department of Housing and Urban
Development

116

25.9

30

86

626

43.6

273

353

State Department of Infrastructure

89

15.7

14

75

710

35.6

253

457

65

35.4

23

42

153

29.4

45

108

Government entities

Transport providers
Kenya Railways Corporation

*Numbers of male and female staff in management and non-management roles at the institutions which participated in semistructured interviews. Orange figures indicate employers that have between one-third and two-thirds women in their employ at
different levels.
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management level, while five had achieved
it at the non-management level. Among employers who provided this data, 227 of 764
management-level workers (29.7 percent)
were female, while 923 of 2,488 (37.1 percent) of non-management-level workers were
female. In other words, women are more concentrated in non-management roles.
It is important to note that not all the information provided by interviewees enabled us
to make a clear distinction between managerial and non-managerial roles. Where the data
indicates that a role has line management responsibilities, we have included it in the managerial category; supervisory roles are included
in non-managerial.
Five of the institutions that participated
in the semi-structured interviews—Kenya
National Highways Authority, KRC, Nairobi

Metropolitan Area Transport Authority,
National Transport and Safety Authority, and
the State Department of Infrastructure—provided information that included specific job
titles at each level.
Interestingly, women in Kenya’s transport sector may be comparatively well-represented at
the middle-management level. Both KeNHA
and Kenya Urban Roads Authority provided
data about middle-management grades: 36
percent of middle managers at KeNHA and
45 percent of middle managers at KURA are
women. In both cases, these are higher percentages than in the rest of the organization.
NTSA’s middle management is also more than
one-third women, although the proportion is
a little lower than in management overall.
In the matatu sector, there is a stark difference
among female employment rates in different

TABLE 7: SELECTED JOB TITLES AT MANAGEMENT AND NON-MANAGEMENT LEVELS
Institutions or
government
entities

Non-management

Middle management

Senior management

Kenya National
Highways Authority

Finance Officer
Senior Office Assistant

Engineer (roads)

Deputy Director (HR
Management)

Kenya Railways
Corporation

Assistant Engineer
Cartographer
Senior Artisan
Internal Auditor

Senior Engineer
Senior Environment Officer
Principal Architect
Senior Economist

Managing Director
Rail Development Manager
Engineer Manager
Supply Chain Manager

Nairobi Metropolitan
Area Transport
Authority

Clerical Officer
Engineer I
Senior Principal Driver

Under Secretary
Assistant Director
Principal Finance Director

CEO Chief Engineer
Senior Deputy Secretary

National Transport
and Safety Authority

Officer II
Clerical Officer
Driver

Manager
Deputy Manager
Officer I

Director General
Deputy Director

State Department of
Infrastructure

Assistant Engineer I
Senior Chargehand
Principal Driver
Chief Plant Operator
Artisan Grade 1

Senior Superintending
Engineer
Principal Lecturer

Chief Engineer
Senior Principal
Superintending Engineer

43

Gender in Urban Transport in Nairobi, Kenya Volume II: Employment

TABLE 8: FEMALE AND MALE STAFF IN MIDDLE MANAGEMENT*
Total employees
in middlemanagement
roles

Women

Men

%
women

Kenya National Highways Authority

218

79

139

36.2

Kenya Urban Roads Authority

95

43

52

45.3

Nairobi Metropolitan Area Transport Authority

3

0

3

0

National Transport and Safety Authority

74

27

47

36.5

State Department of Housing and Urban
Development

72

17

55

23.6

State Department of Infrastructure

64

12

52

18.8

25

8

17

32

Government entities

Transport providers
Kenya Railways Corporation

*Numbers of male and female staff in middle-management roles at the institutions which participated in semi-structured
interviews. Orange figures indicate employers that have between one-third and two-thirds women in their employ at this level.

parts of the sector. Women are more likely to
work in stage (matatu/bus stop) roles, which
are more precarious and pay less than on-board
roles (Global Labour Institute Manchester,
2018, 9). Of respondents to a 2018 survey
of matatu workers, 42.6 percent of workers
along the route were women, compared with
23.5 percent of stage workers and 8.8 percent
of on-board workers such as drivers and conductors (Global Labour Institute Manchester,
2019, 25).
The matatu operators survey conducted for
this report found that driver, fleet manager,
and clerk roles were more likely to be male
dominated. Among the survey participants,
94.3 percent of drivers were male, as were
all four of the managers and fleet managers
surveyed.

We also asked participants to report on the
gender balance within their companies.
Participants were asked to note whether
certain jobs within their company were held
only by women, only by men, or by men and
women.
At least 75 percent of respondents reported
that jobs other than driver, fleet manager, and
clerk are held by both men and women in the
company they work for. Respondents were
much more likely to say they worked for companies where the jobs of driver, fleet manager,
and clerk are held by only men than to say so
about other jobs. For instance, 38 percent of
respondents said only men hold the position
of driver in the company, while none said only
women do; 25 percent of respondents said
only men work as fleet managers, compared
to 3 percent saying only women do; and 74
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TABLE 9: REPORTED GENDER OF SPECIFIC JOBS WITHIN MATATU COMPANIES
The job is held:
Only by women

Only by men

By men and women

Number

Overall (All Jobs)

7%

22%

71%

129

Drivers
Male respondents
Female respondents
Total

0%
0%
0%

36%
57%
38%

64%
43%
62%

114
14
128

Conductors
Male respondents
Female respondents
Total

0%
0%
0%

4%
0%
4%

96%
100%
96%

100
12
112

Schedulers
Male respondents
Female respondents
Total

6%
0%
6%

6%
8%
6%

88%
92%
88%

97
12
109

Fleet Managers
Male respondents
Female respondents
Total

3%
7%
3%

26%
21%
25%

71%
71%
71%

104
14
118

Sales Representatives
Male respondents
Female respondents
Total

14%
0%
12%

11%
0%
10%

76%
100%
78%

66
7
73

Operation Security
Male respondents
Female respondents
Total

6%
0%
5%

10%
9%
10%

84%
91%
85%

89
11
100

Accountants
Male respondents
Female respondents
Total

15%
8%
14%

8%
17%
9%

77%
75%
77%

102
12
114

Clerks
Male respondents
Female respondents
Total

18%
8%
17%

74%
75%
74%

8%
17%
9%

97
12
109
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percent of respondents said only men work as
clerks, while 17 percent said only women did
(8 percent said both men and women did ). It
is reasonable to assume that men are much
more likely to hold these jobs more often than
women in those companies where the job is
held by both men and women.
Although 75 percent of respondents said
accountant and operation security jobs are
held by both men and women, there were
gender differences in these positions as well.
Respondents were more likely to report that
the position of accountant is held only by
women (14 percent said only by women, versus 9 percent saying only by men), and to say
the position of operation security was held
only by men (10 percent said it is held only by
men, versus 5 percent saying only by women).
Men and women reported somewhat different perceptions of the roles played by each
other as well. Men were overall much more
likely than women to report that specific jobs
within the company are held only by women,
and did so in every category of job except fleet
manager, driver, and conductor (although no
respondents indicated the jobs of driver and
conductor were filled exclusively by women).
In contrast, women were more likely than men
to report that jobs were held by both men and
women, with the exception of the job of driver; women were more likely (by 21 percent) to
say that all drivers in the company they worked
for were men, and were less likely than men to
say both men and women worked as drivers.
Researchers also spoke to workers at different
SACCOS for this report. Participants in one
SACCO reported that some male drivers did not
like working with female touts because they felt
female touts were not fast enough and were
rejected by women passengers; participants in
another focus group said that women were not
preferred for tout jobs because of their body

weight, or because the job was simply too
tough and not fit for women.
Drivers for three taxi companies (JATCO,
Courtesy Cabs, and Kenya Taxis) interviewed
under this study reported that their companies
currently had no women drivers: they attributed this to a variety of factors, including long
hours, risky working situations, a lack of job
security, and declining income due to competition from platform taxi services. Among
platform taxi workers who participated in a
survey, 7 were women and 17 were men.

5.2 Career-stage
Specific Findings
The following sections look at specific findings
for each stage in the career cycle for women
(see Chapter 2) in the urban transport sector
in Nairobi, Kenya. It is important to note that
while findings are listed under specific stages,
many of the barriers for women working in
the transport sector are not stage specific.
For example, gender stereotypes play a role
in the selection stage of the career cycle, but
also influence barriers in other stages—e.g.,
they may impact the levels of outreach that
employers are prepared to do to reach female
students. It is also important to note that these
barriers are not discrete and separable, but interconnected: as a result, specific measures to
improve the situation for women working in
the urban transport sector need to be part of
a holistic approach.

5.2.1 Attraction
“Sometimes we advertise for
technical jobs and don’t get
enough women applicants.”
—HR staff member, State
Department of Infrastructure
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ATTRACTION

SELECTION

REALIZATION

(initial)
RETENTION

RE-ENTRY

(probable)
INTERRUPTION
Figure 5: The career cycle for women (Turnbull, 2013)

Low attraction to careers in the transport sector for women may result from a number of
factors, including discrimination or a lack of
training, which leads to a preference for male
workers, as well as other factors such as lower
schooling for women or other demands on
their time that may result, for example, from
early marriage/childrearing (Turnbull 2013,
15).

5.2.1.1 Participation in STEM
Education

The following sections detail the specific barriers faced by women at the attraction stage
of the career cycle: these include lower participation in STEM education and training
for transport roles, a lack of outreach from
employers, “bottlenecks” at the recruitment
stage, and more numerous family and caring
responsibilities.

“To improve recruitment of
women, we could encourage
more women to enroll in
technical courses, including
engineering and other diploma
courses.”
—HR staff member, State
Department of Infrastructure
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“There are many
opportunities [for women],
but a lack of qualified
personnel.”
—HR staff member, State
Department of Transport
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“Very few women choose to
do engineering.”
—academic staff member,
Jomo Kenyatta University of
Agriculture and Technology
Globally, women may be less likely to pursue
STEM subjects from a young age. There are
multiple factors that contribute to this. At an
individual level, girls may experience “stereotype threat”: a negative impact experienced
by people who fear being judged in terms of a
group-based stereotype, in this case manifesting as an internalized belief that men are better suited to STEM fields (World Bank Group,
2019a, 31), which leads to them self-selecting
out of STEM education. They may also experience barriers in accessing information about
STEM fields and career options (World Bank
Group 2018, 23–24). These factors impact
girls’ education at primary, secondary, and tertiary levels, as well as their careers as adults.
Other factors are systemic: these include discrimination against girls and women in education and employment, as well financial constraints such as fees for secondary education,
materials, and exams. Where family financial
resources are constrained, families may prioritize spending on boys’ education (World Bank
Group, 2019a, 30–31). Other systemic factors
include few women role models and a lack of
exposure to transport career opportunities,
which can act to limit girls’ aspirations to work
in stereotypically male fields such as transport.
Women also carry a disproportionate share of
caring responsibilities, and are more affected
by all forms of gender-based physical, sexual,
psychological, and economic violence (World
Bank Group, 2018, 24). These factors are
cross-cutting: they impact girls’ and women’s
education at every level, as well as their career
progression. Because they are structural barriers, the onus for removing them lies not with

girls and women, but with institutions, including the government, education facilities, and
employers, which have the power to create a
more inclusive enabling environment (World
Bank Group, 2018, 24).
In Kenya in 2016, 11.2 percent of STEM graduates were women (The World Bank, n.d.).
Fewer women have engineering education
and training, and the numbers decrease with
seniority. As demonstrated above, just over
10 percent of graduate engineers are female,
while only 7 percent of professional engineers
and just 3 percent of consulting engineers
are female (Engineers Board of Kenya 2019a;
2019b; 2019c).

“Men and women are equally
represented in most job
roles…this is because enough
women with the required
qualifications are coming up.”
—academic staff member,
Technical University of Kenya
Department of Architecture
and Urban Planning
Kenya has taken steps to integrate gender
equality into the education system. Gender
mainstreaming instruments include Sessional
Paper No. 14 of 2012, which lays out the
government’s strategies for ensuring gender
parity within the education system; the Basic
Education Act (2013), which stipulates nondiscrimination on the grounds of gender as a
guiding principle (sec. 1.4-p), and the National
Education Sector Plan 2014–2018, which sets
out gender equity as a cross-cutting principle. The 2015 Education and Training Sector
Gender Policy outlines specific strategies for
increasing the participation of girls in STEM
education, including mentoring schemes, internships, information provision, and linkages
with industry (sec. 6.4).
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Targeted initiatives can also help reach girls in
education: STEM Mentorship Camps for Girls
have reached nearly 1,000 secondary-school
students from 32 counties in Kenya (World
Bank Group, 2018, 45).
Researchers for this report held focus groups
with female engineering students. Women
undergraduate students reported being attracted to engineering for a variety of reasons,
including a love of science and mathematics; seeing engineering as a good, well-paid
career; a long-held interest in technical skills;
and wanting to challenge perceptions of engineering as a male-dominated career (World
Bank focus group, undergraduate students,
13 June 2019).
The experience of women studying engineering in Kenya is also improving. Women undergraduate students studying engineering at the
Technical University of Kenya who were interviewed for the focus group reported that they
found the studying environment welcoming
to them, and that they had not experienced
bias (World Bank focus group, undergraduate
students, 13 June 2019). This is not universally
true, however; one participant studying aeronautical engineering reported concealing the
specifics of her course for fear of social exclusion (World Bank focus group, undergraduate
students, 13 June 2019). Students also reported support from their families, but noted
that in urban areas it was more acceptable for
women to study engineering than in rural areas (World Bank focus group, undergraduate
students, 13 June 2019).

“We should improve
[women’s] fundamental
competencies through capacity
building.”
—administrative staff
member, University of Nairobi
49

Department of Urban and
Regional Planning
Women interviewed for a focus group of female transport master’s degree students reported that they felt they needed the master’s
degree to access opportunities in the sector.
Both interviewees were not finding the course
intellectually difficult, but were finding that it
was time consuming, as they were both working at the same time (World Bank focus group,
master’s students, 18 June 2019).

5.2.1.2 Training for Transport Roles
Women may also be less likely to have training or experience for operator jobs. Matatu
workers in Nairobi are comparatively young
and well-educated (Global Labour Institute
Manchester, 2019, 35), but women matatu
operators are generally less educated. Among
the 115 men and 14 women workers surveyed
by the World Bank for this report, women
most commonly had some primary school
education (50 percent of women surveyed),
while men most commonly had some high
school (66 percent of men surveyed). Among
the 17 men and 7 women we surveyed who
work as platform taxi operators, every person
had at least high school education. Two of the
women had diplomas, while seven men had
diplomas and two had degrees.
Matatu workers interviewed for this research
reported that there were not many formal
requirements for matatu work: they included
a national identification card, a certificate of
good conduct, a Kenya Revenue Authority
personal identification number (required for
all Kenyans in employment), and obtaining
the uniform for a particular SACCO. However,
workers reported that women may be pressured into sexual acts in exchange for work
(FGD with operators, June 2019), and very
likely they face specific barriers to comply with
said requirements.
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Figure 6: Levels of education of matatu workers surveyed for this report

Figure 6: Levels of education of matatu workers surveyed for this report
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interact more with students as potential
employees, including through open days and
motivational talks (World Bank focus group,
undergraduate students, 13 June 2019). They
also would like to see more practical learning
in their courses in order to match job market
requirements (World Bank focus group, undergraduate students, 13 June 2019).

physical strength because of stereotypes
about the transport sector, even if little or
none of the work is actually of this nature—as
well as about women’s ability to do this work,
because of perceptions about strength and
“toughness,” as well as assumptions about
women’s other caring responsibilities (World
Bank Group, 2018, 31).

However, some aspects of transport roles are
appealing to women. Women matatu operators were more likely than men to report that
jobs in the public transport sector aligned with
their skills or that aspects of the industry appealed to them. In contrast to men, no women
surveyed by the World Bank reported that they
were working in the matatu sector because of
a lack of job opportunities elsewhere.

Women engineering undergraduate students
who participated in focus groups for this report reported that, as well as university-level
education, internships were seen as essential
for getting jobs. The participants expressed
concerns that few internships were available
to them, and that some employers only hired
men for internships and jobs (World Bank focus group, undergraduate students, 13 June
2019). Only one undergraduate student reported that she had a female role model in
engineering.

We also asked platform taxi operators about
barriers for women working in the sector.
Female respondents identified the security
risks and the late working hours as barriers.

5.2.1.4 Bottlenecks
This research did not interview women in
Kenya who obtained engineering degrees
but chose not to pursue engineering careers.
Globally, women with STEM qualifications are
less likely to take up careers in the sector: this
is often attributed to the “recruitment bottleneck,” in which women are discouraged from
taking up careers because of discrimination,
unsupportive workplaces, and/or an absence
of female role models. Women may also internalize stereotypes (see Selection section),
which may limit their professional aspirations.
As discussed below, many factors that influence women’s selection for transport roles
are closely linked to factors that affect how
attracted they are to these roles.
Discrimination against women may result from
stereotypes both about the work—which may
be seen as demanding, dirty, or requiring
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As part of the semi-structured interviews for
this report, transport sector entities were
asked about their internship programs and the
percentages of women interns (see Table 10).
Most internship programs were general: the
Kenya Roads Board and NTSA were the only
employers to specifically identify that their internships targeted people with disabilities and
had a diversity prioritization respectively. No
employers identified women as a target group
for internships. However, the ratio of female
interns is relatively high among the entities
interviewed.
NaMATA, Kenya Roads Board, and KRC did
not provide percentages of women interns, although KRC reported that they had achieved the
two-thirds recommendation (meaning between
33.3 and 66.6 percent women).
None of the universities who participated in
the semi-structured interviews had internship
programs. The State Department of Transport
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TABLE 10: INTERNSHIPS AT TRANSPORT SECTOR ENTITIES*
% women
interns

Targeted groups

Kenya National Highways Authority

60%

general

Kenya Roads Board

not provided

general, but also advertise through the
National Council for Persons with Disabilities

Kenya Urban Roads Authority

29%

general

Nairobi Metropolitan Area Transport Authority

not provided

general

National Transport and Safety Authority

50%

affirmative action program—encourage
applications and prioritize diversity

State Department of Housing and Urban
Development

50%

graduates

State Department of Infrastructure

40%

general

Kenya Bus Service Management Ltd

10%

general

Kenya Railways Corporation

not provided

general

Government entities

Transport providers

*From semi-structured interviews, 2019 and 2020

offers internships through the Public Service
Commission, but did not provide more information about this program.
Internships may also be available at the level
of individual projects. For example, KURA provided internship opportunities to 79 undergraduate students through the construction of
Meru Bypass under the World Bank–financed
National Urban Transport Improvement
Project, for a total of 264 person-months: 21
of these students (27 percent) were female.
In engineering, as in other STEM fields, people early in their career may need social and
professional capital—which may be acquired
through unpaid internships or expensive certifications—to secure a “foot in the door.” Even

if on paper these may be equally available
to women, they may have greater domestic
expectations and fewer options for financial
support for unpaid internships or certification
(World Bank Group, 2018, 31).

5.2.1.5 Family and Caring
Responsibilities
Women may be unable to consider jobs in the
transport sector because these jobs do not fit
with their other responsibilities, including
family and caring responsibilities. However, this
is not necessarily an absolute barrier. Women
matatu workers surveyed by the World Bank
were more likely to cite salary as a reason to
work in the transport industry than men: this
was particularly true for single mothers.
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Figure 7: The career cycle for women (Turnbull, 2013)

5.2.2 Selection
Low selection of women for posts in the transport sector may result from inappropriate selection criteria—for example, job and person
specification that may not reflect what the
job actually looks like (Turnbull, 2013, 20)—or
from hiring procedures that are more tailored
to male applicants. It can also result from a
reluctance to consider female candidates
(Turnbull, 2013, 20).

“Women and men have
equal opportunity to be: 1)
employed; 2) promoted; 3)
receive the same pay for the
same work.”
—administrative staff
member, University of Nairobi
53

Department of Urban and
Regional Planning
The following sections detail the findings
from this research on the specific challenges
women face at the selection stage of the career cycle. These include stereotypes and assumptions about women’s suitability for roles
in the transport sector; different levels of access to job opportunities; and role criteria and
hiring processes that may favor men. It should
be noted that many of the factors that influence women’s selection for transport roles are
closely interlinked with factors that influence
women’s attraction to the transport sector,
and so it is important to consider the barriers at both of these stages when considering
measures to address them.
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5.2.2.1 Stereotypes and Cultural
Perceptions
It is documented in the literature that women
public transport workers are stereotyped
and subjected to “socio-cultural assumptions
and prescriptions about suitability for particular forms of work, patterns of work and
hours that conflict with family responsibilities” (Wright, 2018, 21). These assumptions
are not necessarily rooted in the workplace.
For women public transport workers, work
may be a site of inequality and stereotyping,
but not necessarily the source of it (Turnbull,
2013, 8)—assumptions may reflect broader
social attitudes.
Women may be subjected to assumptions
that they have poor driving abilities (Wright,
2018, 54) and are unsuitable to work in public
transport (Wright, 2018, 10); they may also be
unable to express authority over passengers—
for example, to ensure that they receive the
correct fare (Integrated Transport Planning,
2017, 68). Women may also struggle to have
their authority recognized. In Nairobi taxi
companies, disciplinary measures given by
women managers may not be accepted by
male workers (Wright, 2018, 55). Some platform taxi customers (male and female) in
Nairobi request male drivers at night for safety
reasons (Wright, 2018, 87).

However, Kenya has strong cultural beliefs
about what makes women “marriageable,”
and many men do not want to marry women
who work on matatus: as a result, women
matatu workers tend to be young, single, and/
or separated (ibid., 54). Women may also be
deterred from entering the matatu sector, or
staying in it a long time, because its workers
are perceived as “being disorderly, chaotic,
drug dealers, etc” (ibid., 54).
In order to understand how stereotypes are
perceived in the Nairobi urban transport sector, we asked transport providers, government
entities, and university interviewees—almost
all of whom were from the human resources
departments—whether they thought that
there were “stereotypes and assumptions
about which roles in the transport sector are
suitable for women” (see Table 11).
Just under half of the interviewees (six in
total) thought that there were stereotypes
and assumptions about women’s roles in the
transport sector. While the results from government entities and universities were mixed,
both transport providers acknowledged the
existence of stereotypes in the transport sector. They identified stereotypes about which
subjects in school were suitable for men and
women:

On the other hand, women drivers may be
seen as less reckless, more polite, and more
reliable (Wright, 2018, 54–55), and women
drivers may be seen as beneficial for the safety
of women passengers (Wright, 2018, 10–11).
In a 2018 survey of Nairobi transport managers, 100 percent said that women make good
drivers (UN-Habitat and Flone Initiative, n.d.,
22).

“Women are in administrative
roles, men are in decisionmaking roles. This is for
historical reasons: it is the road
sector and science was a male
subject.”
—HR staff member, Kenya
Roads Board

In Kenya, women matatu workers are seen
as tough and strong (Wright, 2018, 54).

Interviewees also cited cultural reasons for why
jobs were seen as suitable for men or women:
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TABLE 11: ATTITUDES TO STEREOTYPES; POLICIES; TRAININGS*
Stereotypes
in transport
sector?

Equal
opportunities
and nondiscrimination
policy?

Gender
sensitization
trainings?

Are the
trainings
mandatory?

Kenya National Highways Authority
Kenya Roads Board
Kenya Urban Roads Authority
Nairobi Metropolitan Area Transport
Authority

no
yes
yes
no

yes
yes
yes
yes

yes
yes
yes
yes

yes
yes
yes
no

National Transport and Safety
Authority

no

no

yes

no response

State Department of Housing and
Urban Development

yes

yes

yes

no

State Department of Infrastructure

no

yes

yes

only for
management

State Department of Transport

no

yes

yes

no

yes
yes

yes
yes

no response
yes

n/a
yes

no

yes

yes

n/a

yes
no

yes
yes

no
no

n/a
n/a

Government entities

Transport providers
Kenya Bus Service Management Ltd
Kenya Railways Corporation

Universities
Jomo Kenyatta University of
Agriculture and Technology
Technical University of Kenya
University of Nairobi

*Attitudes to stereotypes in the transport sector, existence of equal opportunities, non-discrimination policies, and gendersensitization trainings (interviews 2019–2020)

“Women are in service and
supportive duties, while men
are in technical and manual
jobs. The jobs are divided in
this way because of traditions
and culture.”
—HR staff member, State
Department of Housing and
Urban Development
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“There are cultural
assumptions that technical
jobs are mostly meant for
men.”
—HR staff member, Kenya
Urban Roads Authority
Others noted that the transport sector may
not be seen as a place for women at all:
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“There is a stereotype that
women are supposed to be
at home with children…it’s
tradition.”
—HR staff member, Kenya Bus
Services
“There is an assumption that
everything about transport is
not suitable for women.”
—academic staff member,
Technical University of Kenya
Department of Architecture
and Urban Planning
The existence of stereotypes was echoed by
the women engineering students who participated in our focus groups. Transport master’s
students in Nairobi reported that they felt that
it was harder for women to get jobs in the
transport sector, as “their employers viewed
them as having a lot of issues like being emotionally unstable,” and they worried that
women engineers may also be seen as incapable of performing as required (World Bank focus group, master’s students, 18 June 2019).
Women engineering undergraduates reported
being concerned about not being able to exert
authority in their future jobs, and were concerned about situations “when people look
down on a woman and defy orders from her
due to her sex, age, body size, or even being
soft-spoken” (World Bank focus group, undergraduate students, 13 June 2019).
All the transport entities that we interviewed,
except NTSA, had an equal opportunity and
non-discrimination policy in place, and all except three (KBSM, Technical University of Kenya,
and University of Nairobi) provided gender
sensitization trainings. However, only four of
the employers made these trainings mandatory
for all staff.

We also asked matatu and platform taxi workers about gender sensitization: fewer than 1
in 10 matatu operators surveyed by the World
Bank had undergone gender equality and inclusion training, although more than 90 percent of respondents said this training would
be of interest to them. Not one platform taxi
worker reported having undergone such a
training.

“The nature of the job is not
friendly to women, especially
at certain times in the month,
unless they work with men
who can really understand
them.”
—participant in SACCO focus
group, 22 March 2019
Not every interviewee acknowledged the existence of stereotypes in the sector:

“There are no stereotypes
or assumptions because the
Constitution of Kenya provides
for gender equity.”
—HR staff member, Nairobi
Metropolitan Area Transport
Authority
Even interviewees who did not agree that
there were stereotypes in the sector cited
stereotypical views, which perhaps reflects a
need for further sensitization training.

“Women have too much [to
do] because of household
chores, hence they do not get
time to apply for positions.”
—HR staff member, National
Transport and Safety Authority
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5.2.2.2 Awareness of Job
Opportunities
Male and female matatu workers surveyed
for this report reported finding out about job
opportunities in different ways. Women were
more likely to hear about public transport operator job opportunities by word of mouth
(women: 77 percent, men: 47 percent), while
men were much more likely than women to
report accessing job opportunities through referrals (men: 17 percent, women: 0 percent)
or “other means”1 (men: 23 percent, women:
8 percent)—this presumably may include promotions within a company. The responses suggest men may be more likely to rely on professional networks or other advantages in finding
employment as public transport operators,
while women rely more on word of mouth.
Just over half of both the male and female
platform taxi drivers surveyed for this report
reported finding their jobs through advertisements (8 of 17 and 4 of 7 respectively).
Referrals were the next most common, at 6
and 2 respectively. Ten of the 12 platform taxi
drivers who found their job through a formal
advertisement reported that a hiring process—advertisement, application, interview,
and finally hiring—was followed.
Kenatco Taxis, which is owned by the
Kenya government–owned Industrial and
Commercial Development Corporation, told
the research team that most jobs are advertised in the newspapers and that women are
prioritized for employment in all positions: as
a result, they have equal numbers of men and
women in the company.

5.2.2.3 Hiring Processes
Fewer women than men apply for transport
sector roles. Women may be discouraged from
applying based on messaging and imagery
used in adverts, which may be explicitly or
1 In this survey, “other means” refers to ways other than via an
advertisement, word of mouth, or referral.
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implicitly coded masculine (World Bank Group,
2018, 49–50). They may also look for work
using different channels than those used by
men.
Only two of the institutions that participated in
semi-structured interviews for this report were
able to provide data on the numbers of male
and female applications. At KURA, 34 percent
of applicants in 2018 (for 13 advertised roles)
were women (interview, 2019). The percentages varied by role: for two non-management
roles, 56 percent of applicants for a records
management officer, but only 21 percent of
applicants for an ICT officer, were women (interview, 2019). According to data provided by
KBSM, only 21 percent of applicants for open
positions—including pump attendants, route
controllers, depot clerks, and team leaders—
were women; for one position, depot clerk, no
applications from women were received at all
(interview, 2019).

5.2.2.4 Role Selection Criteria
In the urban transport sector, as in other sectors, job or person specifications may not reflect the true nature of the role. For example,
specifications for roles may reflect physical
strength requirements that have become obsolete as a result of technological improvements
(Turnbull, 2013, 20), or job specifications may
be based on characteristics of previous postholders, whether or not those characteristics
are actually relevant to the job (European Bank
for Reconstruction and Development, n.d.,
11).
Use of language in job descriptions can also be
an exclusionary factor: for example, the use of
“he” as a generic term can send a message
that a job is only suitable for men. However,
this does not seem to be common in Kenyan
transport institutions. Some of the institutions
which participated in the semi-structured interviews for this report provided sample job

Gender in Urban Transport in Nairobi, Kenya Volume II: Employment

descriptions: none of them used a generic
“he” in their job descriptions, preferring instead to use “him/her” (KeNHA), “the employee” (State Department of Infrastructure),
“the candidate” (State Department of
Transport), “the officer” (State Department of
Housing), “you” (KBSM), or no pronouns at
all (NaMATA).
However, not all jobs have a formal job description. According to matatu operators surveyed
for this report, only 13 percent of them heard
about their current job via an advertisement.

5.2.2.5 Consideration of Female
Candidates
Given the informal nature of the work, data
about hiring in the matatu industry is hard to
obtain. Participants in a matatu SACCO focus
group reported that women were rejected in
favor of men with similar qualifications for
jobs (SACCO focus group, 22 March 2019).
Quotas and affirmative action can increase
the number of women appointed to roles.
Government authorities in Kenya use the
constitutional stipulation, discussed above,
that not more than two-thirds of staff shall
be of the same gender. In the semi-structured
interviews, we asked urban transport institutions about the specific policies they had in
place. Every employer except NTSA had an
equal opportunities policy, but only four—
NTSA, State Department of Infrastructure,
State Department of Transport, and Technical
University of Kenya—had a specific affirmative
action policy. However, those four employers
were four of the six employers with between
one-third and two-thirds female staff (see
Table 4). More research is needed to establish
whether success at meeting the two-thirds
rule is a result of, or merely correlated with,
the presence of an affirmative action policy.
The two-thirds rule is not binding for public
transport operators.

Two other employers, Jomo Kenyatta
University of Agriculture and Technology and
Kenya Roads Board, implied the existence of
affirmative action measures, even if there is no
formal policy:

“In case of limited
opportunities, we give women
candidates priority.”
—academic staff member,
Jomo Kenyatta University of
Agriculture and Technology
“Initially we had only one
female professional engineer:
now with affirmative action
there are six.”
—HR staff member, Kenya
Roads Board
Affirmative action is also effective at other levels. Women currently undertaking transport
master’s degree programs who were interviewed for a focus group reported that they
were aware of some contracts for road maintenance that were set aside for marginalized
groups, including women, youth, and people
with disabilities, and that when awarded these
contracts they do good work (World Bank focus group, master’s students, 18 June 2019).

“We have affirmative action
statements, women are
encouraged to apply…now
more women are being
employed in NTSA.”
—HR staff member, National
Transport and Safety Authority
One interviewee reported that in a recent recruitment exercise at KeNHA, 45 percent of
the hires were women, which she attributed
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Figure 8: The career cycle for women (Turnbull, 2013)

to women already working there lobbying for
more women to be hired.

5.2.3 Retention
Retention of women in roles in the transport sector may be impacted by: discrimination, bullying, sexual harassment, absence
of amenities, poor safety and security, wage
gaps and insecure wages, a lack of attention
to health and well-being, limited training, or
isolation at work (Turnbull, 2013, 22). These
factors include both weak pull factors—poor
working conditions and poor opportunities for
training and development; and strong push
factors—for example, harassment or poor
work–life balance (Turnbull, 2013, 23). Sexual
harassment in the workplace can also have
productivity consequences related to turnover
and absenteeism (World Bank Group, 2020).
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The following sections detail the research findings about the challenges faced by women at
the retention stage of the career cycle. These
include working conditions related to hours,
earnings, and facilities; a lack of benefits such
as family-friendly policies and access to training; and sexual harassment and discrimination
in the workplace.

5.2.3.1 General Working Conditions
Working conditions, if good, should act as a
pull factor to encourage people to enter the
transport industry. In practice, however, reviewing the literature reveals that working
conditions in the transport industry in Nairobi
are not strongly attractive.

“The jobs are dirty and women
are not interested.”
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—HR staff member, State
Department of Infrastructure
Matatu work in particular is not regulated, and
workers risk exploitation (Heinze, 2018, 6).
Matatu workers also experience health problems in their work: most commonly respiratory
problems (Global Labour Institute Manchester,
2019, 21). While gender equality and nondiscrimination remain an important aim for
the matatu sector, as it is for all employment
sectors, this needs to be accompanied by overall improvements in working conditions for all
workers.

happy,” compared to 37 percent of men,
and men overall reported being happier than
women.
Overall, the respondents commonly acknowledged that operators face stressful and difficult working conditions; working in the public
transport sector is seen as difficult, demanding, stressful, and potentially dangerous.
We also surveyed 17 platform taxi operators
about how happy they were with their workplace (Figure 10). Men were more likely than
women to answer “happy,” while women
were more likely to answer “somewhat
happy” or “unhappy.” Not a single operator
responded that they were mostly happy or extremely happy.

More than half of women public transport
workers surveyed in Nairobi in 2018 were not
satisfied with their working conditions (Flone
Working
conditions,
if good,these
should act as a pull factor to encourage people to enter the transp
Initiative, 2018,
32). Our
research echoes
5.2.3.2
Working
Hours
industry.
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however,
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that working conditions in the
findings. As part
of a survey
of matatu
worktransport
industry
in
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are
not
strongly
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“Introducing better working
ers, we asked operators to rate how happy
they were with their work (Figure 9).
conditions—like working
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hours
conducive
toInfrastructure
women—
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Figure 9: Matatu operator responses to the question “Are you happy with your
Figure 9: Matatu operator
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Happy,
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Overall, 46 percent of respondents reported being “happy” with their workplace, 37 percent
60 being “ver
reported being “unhappy” or only “somewhat happy,” and only 17 percent reported
happy” or “extremely happy.” Women overall reported being less happy with their employmen
matatu operators than men: 43 percent of female respondents reported being “unhappy” or
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Figure 10: Platform taxi operator responses to the question “Are you happy with your work/
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5.2.3.2 Working Hours
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(Wright, 2018, 11).
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“There are no differences
Government entities
in the working
conditions
Kenya National Highways
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Transport

Details

Commuter

Working hours?

yes

working late,
meetings out of
office, working
out of local
station

information
not
provided

not provided

Women
slightly more
to work? worked on average
allowances?
no
n/a
yes 86.71 8am-5pm
weekly
hours
than men,
hours
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TABLE 12: EMPLOYER-PROVIDED TRANSPORT AND WORK HOURS*
Transport
to work?

Details

Commuter
allowances?

Working
hours?

Kenya National Highways Authority
Kenya Roads Board

no
yes

n/a
working late,
meetings
out of office,
working
out of local
station

yes
information
not provided

8am-5pm
not provided

Kenya Urban Roads Authority
Nairobi Metropolitan Area Transport Authority

no
no

n/a
n/a

yes
yes

National Transport and Safety Authority

yes

State Department of Housing and Urban
Development

yes/no

information
not provided
yes

State Department of Infrastructure

no

staff from
town
car and driver
for senior
management
n/a

8am-5pm
8 working
hours
8am-5pm

State Department of Transport

yes/no

car and driver
for senior
management

yes

8 working
hours
8am-5pm

no
no

n/a
n/a

yes
yes

12-hour shifts
8am-5pm

Jomo Kenyatta University of Agriculture and
Technology

no

n/a

yes

Technical University of Kenya

no

n/a

yes

University of Nairobi

no

n/a

yes

8am-5pm
for nonmanagement,
no limits on
management
8am-5pm,
but flexible
8am-5pm

Government entities

Transport providers
Kenya Bus Service Management Ltd
Kenya Railways Corporation

Universities

yes

8am-5pm

*Information on employer-provided transport to work and working hours (interviews, 2019/2020)

compared to 84.40, although again it is difficult to draw firm conclusions given the small
number of women.
Extrapolating from the average number of
hours and days worked per week, we can estimate the number of hours worked per day

for matatu drivers. Without exception, while
hours worked tended to decline with age,
every age group for both men and women
worked more than 13 hours a day on average. For each age group, women worked up
to an hour less than men on average, but both
men and women worked long hours. It should
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Table 12: Information on employer-provided transport to work and working hours (interviews, 2019/2020)

We also surveyed matatu workers about their working hours. On average, women worked 5.75 days
a week, slightly more than men (5.62 days). For three of the four age groups where women were
surveyed, women worked longer hours than men (the exception being the sole woman respondent
Gender in Urban Transport in Nairobi, Kenya Volume II: Employment
in the 18–25 category). However, since 10 of the 14 women surveyed fell into the 31–35 age group,
it is difficult to draw firm conclusions about the distribution of working days by age group. All age
groups for men worked more than five days a week.
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Figure 11: Average days worked per week for matatu workers surveyed, by

Figure
11:gender
Average days worked per week for matatu workers surveyed, by age and gender
age and

Women worked on average slightly more weekly hours than men, 86.71 hours compared to 84.40,
be noted that thealthough
small number
hours
than men
household
again itofis women
difficult in
to draw
firm more
conclusions
givenon
theunpaid
small number
of women.
the sample makes it difficult to draw general
work each day.
conclusions.
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We also surveyed platform taxi operators about
Women matatu workers that we surveyed in
their working hours. On average, respondents
Nairobi cited the long hours, as well as a lack
reported working 5.91 days a week, with men
of confidence and fears about some aspects
working 6.05 and women 5.50. This indicates
of the work environment, as barriers to enterthat, for platform taxis operators, men tend to
ing the public transport industry. As discussed
work more hours than women.
above, women in Kenya on average spend 3.2
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Figure 12: Average hours worked per week for matatu workers surveyed, by age and gender
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Extrapolating from the average number of hours and days worked per week, we can estimate the
number of hours worked per day for matatu drivers. Without exception, while hours worked tended
to decline with age, every age group for both men and women worked more than 13 hours a day on

Figure 12: Average hours worked per week for matatu workers surveyed, by age and gender

Extrapolating from the average number of hours and days worked per week, we can estimate the
number of hours worked per day for matatu drivers. Without exception, while hours worked tended
to decline with age, every age group for both men and women worked more than 13 hours a day on
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average. For each age group, women worked up to an hour less than men on average, but both men
and women worked long hours. It should be noted that the small number of women in the sample
makes it difficult to draw general conclusions.
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Figure 13: Hours
worked
per day in
fordifferent
matatu workers
(calculated using average hours/day and days/week for men and
days/week
for men
and women
age groups)

women in different age groups)

Women matatu workers that we surveyed in Nairobi cited the long hours, as well as a lack of
themonth
work environment,
barriers
entering the public
per
compared to as
21,667
andto21,607
5.2.3.3confidence
Earningsand fears about some aspects of
transport industry. As discussed above, women
in
Kenya
on
average
spend
3.2
hours
more than men
shillings per month for women, respectively.
According to the World Economic Forum,
on unpaid household work each day.
Kenya’s score on their “wage equality for simiFor drivers and conductors, we interviewed
lar work” is 0.680 (where 1 is full equality and
both men and women, so were able to ana0 is not equal at all): in other words, Kenya
lyze salaries by gender. It is clear that salaries 44 | P a g e
retains a gender pay gap (World Economic
span the same range for drivers for men and
Forum, 2019). The World Economic Forum rewomen, and even a slightly higher range for
ported a 39 percent gender wage gap in the
conductors; however, the small number of
mobility sector (ibid., n.d.).
women interviewed means that no salary
category had more than two respondents for
We surveyed matatu workers about their salawomen, which means that care should be
ry, asking them to say which salary range their
taken when extrapolating from these results.
monthly salary fell within. The survey responses suggest that men employed in the matatu
industry likely earn measurably more than
women. For instance, more than half of men
reported salaries higher than 26k shillings per
month, compared to 35 percent of women.
The salary range most commonly reported by
men is greater than 30k shillings per month,
while the most common salary ranges reported by women (mode) are 10–15k, 21–25k, or
greater than 30k shillings per month, which
were each reported by three female respondents. The grouped median and mean monthly
salary for men is 25,750 and 23,839 shillings

In the survey of matatu operators carried out
for this report, 47 percent of respondents
said that their compensation was inadequate
for the work they performed. In general, our
survey found out that matatu operators who
were working informally—self-employed,
without a contract, and without a formal hiring process—earned more.
We also surveyed platform taxi drivers about
their monthly salaries (Figure 21). The modal
salary range for both men and women was
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monthly salary fell within. The survey responses suggest that men employed in the matatu industry
likely earn measurably more than women. For instance, more than half of men reported salaries
higher than 26k shillings per month, compared to 35 percent of women. The salary range most
commonly reported by men is greater than 30k shillings per month, while the most common salary
ranges reported by women (mode) are 10–15k, 21–25k, or greater than 30k shillings per month,
Gender in Urban Transport in Nairobi, Kenya Volume II: Employment
which were each reported by three female respondents. The grouped median and mean monthly
salary for men is 25,750 and 23,839 shillings per month compared to 21,667 and 21,607 shillings per
month for women, respectively.
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For drivers and conductors, we interviewed both men and women, so were able to analyze salaries
by gender. It is clear that salaries span the same range for drivers for men and women, and even a
slightly higher range for conductors; however, the small number of women interviewed means that
Conductors: monthly salary in KES
Drivers: monthly salary in KES
no salary category had more than two respondents for women, which means that care should be
taken when extrapolating from these
results.
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Figure 15: Salaries for surveyed matatu conductors and drivers in Nairobi
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In the survey of matatu operators carried out for this report, 47 percent of respondents said that
their compensation was inadequate for the work they performed. In general, our survey found out
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In the survey of matatu operators carried out for this report, 47 percent of respondents said that
their compensation was inadequate for the work they performed. In general, our survey found out
that matatu operators who were working informally—self-employed, without a contract, and
without a formal hiring process—earned more.
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We also surveyed platform taxi drivers about their monthly salaries (Figure 21). The modal salary
range for both men and women was 21–25k, but no women earned more than 26k monthly, and no
men earned less than 20k monthly.
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Figure 16: salaries for surveyed platform taxi workers in Nairobi

Six of the 7 women and 6 of the 17 men reported salary as a motivation for joining the urban public
transport sector; however, when asked if their salaries were commensurate with the work they did,
having“somewhat
children (World
Bank Group,
5.2.3.44Facilities
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none of 2020a).
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of paid maternity leave benefits (World Bank
for women’s bodies (Wright, 2018, 21). This
Group, n.d.). Kenya also does not provide for
is a particular concern in Nairobi, where pubpension care credits for periods of childcare
lic toilets are privatized and users have to pay
(World Bank Group, n.d.).
(ibid., 64). There are also no clean free water
points in Nairobi; in general, workers pay up
Among the 47 countries classified as lowerto 18 percent of earnings for water and sanimiddle income:
tation (ibid., 64).
Only one public transport provider stated that
their staff could access toilets: KBSM reported
that their staff could access toilet facilities and
bathrooms at their Kawangware yard (interview, 2019).

•

Seventeen scored lower than 40 on the
World Bank Women, Business, and the
Law analysis of laws affecting women’s
ability to work after having children.

•

Eleven, including Kenya, scored 40.

5.2.3.5 Maternity, Nursing, and
Childcare

•

Nineteen scored higher than 40.

Kenya scores 40 out of 100 in the World Bank
Women, Business, and the Law analysis of
laws affecting women’s ability to work after

This demonstrates that countries with comparable income levels have achieved better
scores, showing that improvement in the legal
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TABLE 13: COUNTRY SCORES FOR WOMEN, BUSINESS AND THE LAW (CHILDCARE)*
Score on
Women,
Business,
and the Law
“childcare”
category
East Asia & Pacific

0

Papua New
Guinea
Solomon
Islands
Vanuatu
Micronesia

20

40

Cambodia
Kiribati

Europe & Central
Asia
Latin America &
Caribbean
Middle East &
North Africa

Honduras
West Bank
& Gaza

South Asia
Sub-Saharan Africa

Nigeria

60

80

Indonesia

Myanmar
Mongolia
Timor-Leste

Lao PDR
Philippines
Vietnam

Kyrgyz
Republic

Uzbekistan

Ukraine

Nicaragua

Bolivia

El
Salvador

Djibouti
Tunisia

Morocco

Angola
Senegal
São Tomé
& Príncipe

Côte
d'Ivoire
Cameroon

Egypt
Bangladesh
Pakistan

Bhutan
India

Congo, Rep.
Ghana
Lesotho
Sudan
Eswatini

Comoros
Cabo
Verde
Kenya
Mauritania
Zambia
Zimbabwe

100

Moldova

*Scores for lower-middle-income in the Women, Business, and the Law analysis of laws affecting women’s ability to work after having
children (World Bank Group, 2019c)

situation for women working after having children is possible in Kenya.
Family-friendly working environments support employees to balance their work and life
commitments; they benefit not only mothers but all employees, and attract future
staff (European Bank for Reconstruction and
Development, n.d., 27). Family-friendly
working arrangements can include flexible
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working (for example flexitime, job-sharing,
or working from home), support for child and
elderly care, statutory and non-statutory leave
(including maternity leave, but also career
breaks or family emergencies), and information and services to support work–life balance (ibid.). Employees working on flexible
arrangements have been found to be just as
productive, if not more so, than when working on fixed arrangements (ibid.). However,
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the literature suggests that even if women are
entitled to provisions such as maternity leave,
they may be reluctant to take these in case
it impacts badly on their performance review
(Wright, 2018, 58).
We asked employers about their family-friendly policies (see Table 14): all those interviewed
provided maternity leave. We did not ask
about paternity leave, though both KeNHA
and NaMATA volunteered this information.

“[Nursing mothers] are given
enough time off work until
their children are old enough…
they are given time off to take
care of their babies.”
—HR staff member, Kenya Bus
Service Management
Employers may limit their support for working mothers to what the Employment Act
stipulates: this does not include nursing facilities or support for mothers returning to the
workforce.
Just under half of the employers surveyed
(six in total) allowed nursing mothers flexible
hours, and two—NTSA and KRC—provided a
breastfeeding room.

“Not requiring nursing
mothers to work eight hours
a day increases retention and
loyalty for them.”
—HR staff member, Kenya
Urban Roads Authority
The State Department of Transport stated
that they do not provide childcare because
of financial constraints (interview, 2019).
The State Department of Housing and Urban

Development told interviewers that there were
“inadequate resources” to provide childcare
facilities, but being able to provide this would
improve retention of women workers (interview, 2019). KURA is currently building a daycare facility for staff who come to work with
children (interview, 2019). KeNHA reported
that they are also setting up a daycare unit,
and that providing a crèche would improve retention of women workers (interview, 2019).

“Providing adequate time
and space for breastfeeding
women employees would
improve work–life balance for
them.”
—HR staff member, Nairobi
Metropolitan Area Transport
Authority
As part of the research for this report, we
asked about policies that could improve work–
life balance for employees. An HR staff member at the State Department of Infrastructure
suggested holiday pay for families (interview,
2019), while staff at both the KURA and the
KeNHA suggested that allowing flexitime for
all employees would improve work–life balance (interviews, 2019).
We also asked matatu workers about their access to benefits: 1 woman and 6 men reported
that maternity leave was an available benefit
(only 5 percent of respondents in total), while
4 women and 18 men (only 17 percent of
respondents in total) reported that the work–
family life balance was a benefit. Among platform taxi drivers, 2 men and 2 women (17
percent of total respondents) reported that
maternity leave was a benefit, while 4 men
and 1 woman (22 percent of total respondents) reported that a family-friendly working environment was a benefit. These results
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TABLE 14: FAMILY-FRIENDLY POLICIES AT TRANSPORT EMPLOYERS
Maternity
leave

Paternity
leave

Support
for nursing
mothers?

Childcare
facilities?

90 days

14 days

90 days

not answered

no, but
setting up
no

Kenya Urban Roads Authority

3 months

not answered

Nairobi Metropolitan Area
Transport Authority
National Transport and Safety
Authority

90 days

10 days

flexible working
hours
flexible working
hours
flexible working
hours
no

3 months

not answered

no

State Department of Housing
and Urban Development
State Department of
Infrastructure
State Department of Transport

90 days

not answered

flexible
working hours,
breastfeeding room
no

3 months

not answered

no

90 days

not answered

flexible working
hours
no

3 months with pay
for office staff, 1.5
years without pay
for conductors
90 days

not answered

no

no

not answered

flexible
working hours,
breastfeeding room

not
answered

90 days

not answered

no

no

90 days
6 months

not answered
not answered

no
no

no
no

Government entities
Kenya National Highways
Authority
Kenya Roads Board

Transport providers
Kenya Bus Service Management
Ltd
Kenya Railways Corporation
Universities
Jomo Kenyatta University of
Agriculture and Technology
Technical University of Kenya
University of Nairobi

indicate that matatu workers and platform
taxi drivers most likely do not have maternity
leave, which the Employment Act 2007 clearly
addressed as the entitlement of employees,
nor work–life balance.
Kenatco Taxis, a company owned by the government-owned Industrial and Commercial
Development Corporation, provides three
months of maternity leave.
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5.2.3.6 Access to Training and
Development
Career development programs support
staff to plan career paths, undertake activities
that support their career development, assess their capabilities, and receive constructive
feedback (European Bank for Reconstruction
and Development, n.d., 20). These can include job shadowing, opportunities for lateral
moves, leadership and development training,

no, but
setting up
no

no

no
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mentoring, and specific internal networks
such as women’s networks (ibid., 23).

5.2.3.7 Sexual Harassment,
Bullying, and Violence

The literature suggests that once hired, women may not be given equal access to formal
and informal training and development
opportunities. This is partly reflected in our
research: one engineer interviewed as part of
a focus group reported that she was hired as
one of three women in a firm, but they were
given secretarial instead of engineering work.
She considered resigning as a result, but instead was able to transfer to the head office
of the firm (World Bank focus group, master’s
students, 18 June 2019).

Violence in the workplace includes physical
attacks, but also bullying, verbal abuse, and
harassment, including sexual harassment:
in the transport sector, it can be perpetrated
by colleagues, passengers, external actors, or
by an organization as a whole in the form of
structures that allow violence to happen and
flourish (International Labour Office, 2013).
Women may be subjected to harassment,
bullying, or even violence in the transport
sector, from both passengers and colleagues:
this can act as a push factor to exclude women
from the sector.

This is not always the case, however. Another
engineer interviewed for the focus group reported that her employer had more women
than men, and as a result she had not experienced bias in the workplace: assignments
were distributed fairly among the staff (World
Bank focus group, master’s students, 18 June
2019).
Among matatu workers surveyed for this report, only 1 of the 14 women surveyed, compared to 17 of the 115 men, stated that access to career development or training was a
benefit of their work. Five women and 22 men
stated that access to promotion opportunities
was a benefit.
Among platform taxi workers surveyed for this
report, 4 of 17 men, but no women, reported
that access to career development was a benefit of the work; 1 of 7 women and 3 men
reported that access to promotion opportunities was a benefit. This suggests that career
development, training, and promotion are not
strong motivations for joining the matatu or
platform taxi workforce.

The UN Committee on the Elimination of
Discrimination against Women has stated:
“Sexual harassment includes such unwelcome
sexually determined behavior as physical contact and advances, sexually colored remarks,
showing pornography and sexual demand,
whether by words or actions. Such conduct
can be humiliating and may constitute a health
and safety problem; it is discriminatory when
the woman has reasonable grounds to believe
that her objection would disadvantage her in
connection with her employment, including
recruitment or promotion, or when it creates
a hostile working environment” (Committee
on the Elimination of Discrimination against
Women [CEDAW] 1992, para. 18).
Kenya’s Employment Act 2007 prohibits sexual
harassment in Section 6:
6.(1) An employee is sexually harassed if the
employer of that employee or a representative of that employer or a co-worker–
(a) directly or indirectly requests that employee for sexual intercourse, sexual contact
or any other form of sexual activity that
contains an implied or express–
(i) promise of preferential treatment in
employment;
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(ii) threat of detrimental treatment in employment; or
(iii) threat about the present or future
employment status of the employee;
(b) uses language whether written or spoken of a sexual nature;
(c) uses visual material of a sexual nature; or
(d) shows physical behavior of a sexual nature which directly or indirectly subjects the
employee to behavior that is unwelcome
or offensive to that employee and that by
its nature has a detrimental effect on that
employee’s employment, job performance,
or job satisfaction.
The Employment and Labor Relations Court of
Kenya has adjudicated in favor of women who
alleged that they were dismissed after making
sexual harassment claims (Sejpal and NduatiMutero, 2019).
According to the literature, women in Kenya
face sexual harassment in the workplace, including when looking for jobs. A World Bank report
found that while men also experienced sexual
harassment in job recruitment, it was more common for women: several women interviewed
said that they had stopped looking for work
because of repeated sexual harassment experiences (The World Bank Group, 2012, 35).
Women who enter traditionally male-dominated sectors such as transport may be faced
with hostility, bullying, or sexual harassment from male colleagues (Wright, 2018,
16); some women public transport workers
in Nairobi did not reveal their work to others for fear of hostility or ostracization (Flone
Initiative, 2018, 39). Women in lower-ranked
positions, for example cleaners and platform
taxi drivers, are more at risk of sexual harassment (Wright, 2018, 63). Video surveillance
may help safety, but only if response rates are
quick; they also increase worker surveillance
(ibid., 72). Women workers have safety fears
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about working early and late shifts, but these
are more profitable (ibid., 11), especially for
platform taxi drivers (ibid., 12). In Nairobi, female transport workers are forced to live in areas close to their work because of safety fears,
but these areas are expensive (ibid., 60).
Even where work is unionized, unions may not
support the needs of women workers. Unions
may not always take sexual harassment seriously (Wright, 2018, 27, 98), which is a deterrent to women joining (ibid., 13). Regarding
participation in union activities, women may
not have the time, the leadership experience,
or the motivation—for example, if the union
has a history of sexism (ibid., 94).
In a 2018 report studying five cities, including Nairobi, violence perpetrated against
women transport workers by male passengers
and male colleagues was reported in all cities
(Wright, 2018, 27), and in each city was coupled with a lack of action taken by employers
and authorities (ibid., 11). Where transport
operation has been outsourced to private
companies, there may be no entity responsible for worker safety (ibid., 60). In some cases,
workers may even be blamed for violence involving passengers (ibid., 61).
In Nairobi, verbal abuse is the most common
form of abuse against women public transport workers and women passengers (Wright,
2018, 62). There is, however, a perception
that the introduction of a Mass Rapid Transit
system might improve safety and dignity for
women workers (Wright, 2018, 102). In a
2017 survey of matatu workers, 15.5 percent
of women respondents named sexual harassment as a major problem for matatu workers
(compared to 0.4 percent of men); 3.4 percent
cited no maternity leave, and 1.7 percent cited
balancing work and family, while 0 percent of
men mentioned either (Global Labour Institute
Manchester, 2019, 26).
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A total of 76 percent of women public transport workers in a 2018 Nairobi survey had
experienced or witnessed workplace sexual
harassment, but only 6 percent of cases were
reported to the police (Flone Initiative, 2018,
33–34). The same survey found that when
sexual harassment was reported to SACCO
management, fewer than half of the cases
were acted on (ibid., 36), and that SACCOs
did not have sexual harassment policies (ibid.,
38).
Platform taxi drivers face specific risks:
they may decline passengers if they are worried about their safety, but this creates an
impression of unreliability, which can affect
their income (Wright, 2018, 88). Customers
of platform taxi services can be blocked for
sexual harassment or refusing to pay, but can
easily repeat this with other apps (ibid., 90).
Technology could be used to alert women platform taxi drivers about dangerous clients or to
call for assistance (ibid., 12), but this may not
be effectively implemented, and many women
platform taxi drivers have had to create their
own networks for safety and security (ibid.,
89). Platform taxis in Nairobi are fitted with a
button to call security services, but these are
private and may respond slowly (ibid., 88);
linking to the police or to other drivers would
require negotiation with authorities (ibid., 90).
Under the Employment Act 2007, employers
with more than 20 employees are required to
issue a policy statement on sexual harassment (Government of Kenya, 2007, sec. 6-2).
As part of our semi-structured interviews with
transport sector employers, we asked about
sexual harassment policies. Every employer
interviewed had such a policy. Four of the respondents provided information on the definition they use: both KBSM and the Technical
University of Kenya use the definition provided
in the Employment Act 2007, while NTSA and
the State Department of Infrastructure use
similar definitions.

No cases have been brought under the sexual harassment policy at KURA (interview,
2019), the Department of Urban and Regional
Planning at the University of Nairobi (interview, 2019), or KRC (interview, 2020). This
may mean that despite the policy, employees
who have been sexually harassed do not feel
comfortable reporting. Further research on
the experiences of individuals who report—or
choose not to report—sexual harassment is
needed to confirm if these mechanisms are
adequate.
We asked matatu operators about sexual harassment: three-quarters of respondents said
that their employer had a code of conduct.
However, while more than 60 percent of female respondents said that their employer’s
code of conduct barred sexual harassment,
only 19 percent of male respondents said
the same. This may reflect different levels of
awareness of policies on sexual harassment, or
it may be the case that women are more likely
to work for employers with codes of conduct
that explicitly ban sexual harassment. It was
difficult to get samples of SACCOs’ codes of
conduct and validate the inclusion of responsibilities and obligations with regard to sexual
harassment. As mentioned before, a survey
by Flone Initiative showed little response from
SACCOs with regard to cases of sexual harassment. Therefore, it is difficult to assess the
actual inclusion of sexual harassment in codes
of conduct and if the responses are only based
on perceptions from previous experiences.
Matatu operators interviewed as part of this
research reported that male managers, drivers, and touts often made sexual demands on
women in return for jobs.
Male matatu operators reported being sexually
harassed by passengers (19 of 22 responses),
while women were more likely to report sexual
harassment by colleagues (3 of 4 responses).
Fewer than a quarter of the men surveyed
who had experienced sexual harassment said
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Figure 17: Sexual Harassment Policy at KBSM Ltd

that they reported it to their employer, while
none of the women did. Matatu workers felt
that more could be done to prevent sexual
harassment on public transport, recommending measures including awareness campaigns,
video surveillance in vehicles, reporting systems, and lighting at bus stops. Matatu workers reported that they experienced harassment
by police and other authorities, and that this
has more of a negative impact on women
than on men.
Only 33 of 129 matatu operators surveyed
answered whether there is a reporting
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mechanism for sexual harassment; of these,
about 27 percent (9 individuals) reported that
a reporting mechanism exists, including 30
men and 3 women. Twenty-eight percent of
men reported that such a mechanism exists
(eight individuals), while none of the three
female respondents said such a mechanism
exists. Of the five women reporting having
experienced harassment in some way, only
one stated that a reporting mechanism exists.
Even if individuals said there was no reporting
mechanism, they often still confirmed reporting the harassment events to their employer.
This suggests that reporting does not depend
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on availability of a mechanism; however, the
low levels of responses suggest that there is
a lack of awareness of reporting mechanisms
generally.
Among taxi companies, Pewin and Courtesy
Cabs reported that their code of conduct prohibited sexual harassment; Kenatco and Taxify
both had company codes, but these did not
include sexual harassment.
We also surveyed platform taxi drivers about
their experiences with sexual harassment.
Women were much more likely to have experienced sexual harassment: 5 of 17 men (29
percent) had experienced sexual harassment,
in each case from a passenger, of which 1 reported the harassment, while 5 of 7 women
(71 percent) had been sexually harassed by
passengers (2 cases), colleagues (2 cases), and
a senior manager (1 case), and 1 reported.
Every female respondent, and 15 of the male
respondents, reported that their company had
a code of conduct, but only 4 respondents (3
men and 1 women) reported that their company had a mechanism for reporting sexual
harassment. Platform taxi drivers suggested
measures that could reduce the level of sexual
harassment: the most popular measure was
awareness campaigns, followed by police
hotlines.

5.2.3.8 Equality and Nondiscrimination Policies
The Employment Act 2007 also prohibits discrimination in Section 5:
(2) An employer shall promote equal opportunity in employment and strive to eliminate
discrimination in any employment policy or
practice.
(3) No employer shall discriminate directly or
indirectly, against an employee or prospective employee or harass an employee or
prospective employee–

(a) on grounds of race, colour, sex, language, religion, political or other opinion,
nationality, ethnic or social origin, disability,
pregnancy, mental status or HIV status;
(b) in respect of recruitment, training,
promotion, terms and conditions of employment, termination of employment or other
matters arising out of the employment.
The act specifically states that affirmative action measures “consistent with the promotion
of equality or the elimination of discrimination in the workplace” are not discriminatory
(Government of Kenya, 2007, sec. 5).
As part of semi-structured interviews, we asked
transport sector employers about equality and
non-discrimination policies: every employer
except NTSA, which cited austerity measures,
had an explicit policy in place. However, both
the Technical University of Kenya and KURA
told us that no cases have been processed,
and the State Department of Infrastructure
also said that those who have experienced
discrimination fail to report it. There may also
be a perception that unfounded allegations
are made (interview with Kenya Bus Services,
2019).
Some employers have a range of policies for
different purposes and also have provision for
analysis. For example, KRC has an affirmative
action policy (Kenya Railways Corporation,
2017a, 4), a gender mainstreaming committee (ibid., 4–5), and a gender-based violence
policy with reporting procedures (ibid., 5–6)—
it also provides for gender analysis and disaggregated data (ibid., 7).
We surveyed matatu workers, who said that
their employers enforced non-discrimination
in eight areas: recruitment, compensation,
working conditions, training/career development, promotions, termination of employment, retirement, and discipline. A notable
exception was maternity/paternity leave:
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ATTRACTION
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Figure 18: The career cycle for women (Turnbull, 2013)

only 1 percent of male respondents and 7
percent of female respondents said that their
employers enforced non-discrimination in this
area. Only 10 percent of respondents said that
they had undergone gender equality and inclusion training.
We also surveyed platform taxi workers: all
the women surveyed and 14 of the 17 men
said that their company was an equal opportunities and non-discrimination employer.
However, none of the respondents reported
having undergone gender equality and inclusion training.

unanticipated interruptions, which include
resignations, terminations, and redundancy
(Turnbull, 2013, 26).
The following sections detail research findings
on why women’s work in the transport sector
is interrupted, both for anticipated and unanticipated reasons.

5.2.4.1 Anticipated Interruption

5.2.4 Interruption

“Young graduate employees
leave for greener pastures,
citing low pay.”
–HR staff member, State
Department of Infrastructure

Interruption of women’s work in the transport
sector includes anticipated interruptions for
childbirth, caring responsibilities, and the end
of contractual arrangements. It also includes

As part of the semi-structured interviews for
this report, we asked transport-sector employers about the contractual situations of
their employees. In general, transport-sector
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government employers interviewed by the
World Bank were more likely to employ
more junior staff on permanent contracts,
while more senior staff were on fixed-term
contracts (interviews, 2019). All staff in the
State Department of Housing and Urban
Development in Kenya are permanent (interview, 2019).

“Women choose to quit their
jobs to take care of their
families.”
—HR staff member, State
Department of Housing and
Urban Development
“Women mostly leave for
maternity reasons…they
mostly leave to go to take care
of their family, unlike men.”
—HR staff member, Kenya Bus
Service Management
Men were seen as more likely to leave for employment opportunities.

“Men are more likely to take
chances in new jobs.”
—HR staff member, State
Department of Infrastructure
“Men exit while they are
still in their youth, i.e., still
under 35. Women exit if their
engagement is not managed
well.”
—HR staff member, Kenya
Roads Board
At KeNHA, 11 of 13 exits in 2019 were retirements, of which 10 were men and 1 was a
woman.

In Nairobi, as discussed above, women matatu
workers are more likely to work in stage roles,
which are more precarious—and so more
likely to be interrupted—than on-board roles
(Global Labour Institute Manchester, 2018, 9).
Workers without contracts may be more precarious. We surveyed matatu workers about
their contractual status: only 27 percent reported having a formal contract, and in fact
workers without a formal contract earned
more. Rates of contracts were not markedly different between male and female respondents.

5.2.4.2 Unanticipated Interruption
Women may be particularly impacted by the
rise in automation—for example, the introduction of automated ticket machines in urban settings in various countries around the
world has led to a loss of jobs in ticket selling
(Wright, 2018, 11). If workers whose ticketselling jobs were automated were unionized,
they may have been redeployed to jobs with
better conditions such as office roles or ticket
machine facilitators (Wright, 2018, 11), but
this is by no means guaranteed.
In order to plan for these impacts, women
workers should be included in consultations
on new forms of transport (Wright, 2018, 114),
such as the proposed Mass Rapid Transit system in Nairobi. This has been done, for example, in South Africa (ibid., 103). Women workers should also be included in consultations on
the impact of technological development on
transport (ibid., 114), and where technological changes produce new forms of work that
require training, women should have access to
this training (ibid., 9; International Association
of Public Transport and International Transport
Forum, 2019, 7).
Matatu workers asked about the proposed
BRT system expressed concerns about BRT
eliminating jobs, and were concerned that the
available jobs would be limited to those with
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TABLE 15: TURNOVER AND EXIT INTERVIEWS AT TRANSPORT EMPLOYERS*
Turnover
data for
2017 and
2018
provided?

Exit
interviews
carried
out?

Reasons
for not
collecting
exit data

Reasons for
leaving

Differences
between men
and women?

Government entities
Kenya National Highways Authority
Kenya Roads Board

yes
yes

yes
yes

n/a
n/a

n/a
no

Kenya Urban Roads Authority

yes

yes

n/a

Nairobi Metropolitan Area
Transport Authority
National Transport and Safety
Authority
State Department of Housing and
Urban Development

no

no

no staff left

yes

yes

n/a

yes

no

State Department of Infrastructure
State Department of Transport

yes
yes

yes
yes

no policy
and lack of
capacity
n/a
n/a

retirement
scheme of
service, terms
of employment
to pursue other
interests
no staff
turnover
better
opportunities
not answered
low pay
greener
pastures

no
n/a - no women
left

Transport providers
Kenya Bus Service Management Ltd

yes

yes

n/a

yes - maternity

Kenya Railways Corporation

no

yes

n/a

pursue other
interests
greener
pastures

yes

no
no

no

no

no staff
turnover
greener
pastures
not answered

n/a

yes

not part of
practice
not part of
practice
not part of
practice

Universities
Jomo Kenyatta University of
Agriculture and Technology
Technical University of Kenya
University of Nairobi

no
n/a - no turnover
no
not answered

not answered

not answered
n/a

*Interviews, 2019 and 2020

relevant qualifications, potentially excluding
many current matatu operators (Integrated
Transport Planning, 2017, 72–73). A small
number of focus group participants for another study were concerned about gender bias
(Global Labour Institute Manchester, 2019,
30).

“We don’t have the capacity—
or the policy—to carry out exit
interviews.”

77

—HR staff member, State
Department of Housing and
Urban Development
Exit interviews, or other data collection on
why employees leave, can help analyze reasons for leaving their jobs. We asked transport
sector employees about staff turnover and exit
interviews (Table 15): all but three employers
were able to provide some turnover data for
2017 and 2018.
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ATTRACTION

SELECTION

REALIZATION

(initial)
RETENTION

RE-ENTRY

(probable)
INTERRUPTION
Figure 19: The career cycle for women (Turnbull, 2013)

None of the universities carried out exit interviews as part of their employment practices. Among the transport employers, the
State Department of Housing and Urban
Development did not have the capacity or policy to carry out exit interviews, while NaMATA
had no staff turnover, as it was established in
2018.
Where exit interviews were carried out, five of
the eight employers reported that staff left for
better pay, opportunities, or simply “greener
pastures” elsewhere, while two reported that
staff left to pursue other interests. Only one
employer (KBSM) reported that there was a difference between men’s and women’s reasons
for leaving, and attributed this to maternity.

5.2.5 Re-entry
After an interruption in employment, low levels of re-entry into the transport workforce

can result from a loss of benefits (continuity of
service, pay gap) and status—inflexible working opportunities, limited retraining (Turnbull,
2013, 29).
We asked transport sector employers about
their policies for returning to work after having children: all provided maternity leave as
required by Kenyan law, and several have
started to implement policies that include flexible hours for breastfeeding mothers. None of
the employers interviewed provided childcare,
although some were considering steps towards this (interviews, 2019). Eight of the 13
employers allowed mothers returning to work
to work flexible hours, while an additional one
retained full pay.
We also asked engineering student focus
groups about career paths: women engineering undergraduates reported being interested

78

Gender in Urban Transport in Nairobi, Kenya Volume II: Employment

ATTRACTION

SELECTION

REALIZATION

(initial)
RETENTION

RE-ENTRY

(probable)
INTERRUPTION
Figure 20: The career cycle for women (Turnbull, 2013)

in pursuing other careers, including finance
and politics, but felt that it would be hard to
return to engineering if they took these paths
(World Bank focus group, undergraduate students, 13 June 2019).

5.2.6 Realization
A lack of realization may be a combination of
so-called “sticky floor” factors, which confine
women to “suitable” jobs, and “glass ceiling”
factors, including a lack of role models and
training (Turnbull, 2013, 38; Baruah, 2019,
32–33).
Organizations close to attaining one-third
female staff and achieving the promotion of
women to mid-level managers may not yet
achieve this at high levels. For example, KeNHA
has 28 percent female staff across the whole
organization and 36 percent female mid-level
managers, but only 10 percent female senior
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managers (interview, 2019). At NTSA, only 27
percent of decision-makers are women, compared to 36 percent of line managers and 39
percent of technical staff (interview, 2019).
This may reflect ongoing correction to historical inequalities in education and selection,
and may point toward improvements within
organizations over time.

5.2.6.1 Sticky Floor Factors
Sticky floor factors confine women to roles
that are “feminized” and that may not offer
routes to promotion (Turnbull, 2013, 31). In
general, women are kept in junior and midlevel posts longer than men (European Bank
for Reconstruction and Development, n.d.,
20). Where women are promoted to management roles, these may be auxiliary roles that
are not central to the core business of the organization, such as HR or press. This makes
it harder for them to reach top management
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positions, which often require core business
experience (European Bank for Reconstruction
and Development, n.d., 21).
In the transport sector in many cities, men
are more likely to be promoted (Wright,
2018, 56). We asked transport sector employers about promotion rates. In the Kenya
State Department of Housing and Urban
Development, for example, promotion rates
are the same for men and for women (interview, 2019), and it is similar in the State
Department of Infrastructure (interview,
2019).
As mentioned previously, KRC has career progression guidelines for staff, so that it is clear
and transparent what staff need to achieve
in order to be promoted (Kenya Railways
Corporation, 2017b).
Women engineering undergraduates interviewed as part of a focus group were not
concerned about future promotion opportunities, since they believed these to be based on
experience and achievement. One focus group
participant felt that it would be easier to be
promoted as a woman than as a man (World
Bank focus group, undergraduate students,
13 June 2019).
According to the Flone Initiative, many female
matatu conductors would prefer to be drivers.
This is because of the higher earnings, but also
because in a driver role they can minimize interaction with customers. They can also have
more flexibility: there are fewer drivers than
conductors, so drivers have more negotiation
power and higher job security. However, the
requirements to work as a driver, including
5 years driving experience, are unattainable
for many people, especially women, who are
more likely to be on lower incomes (interview,
March 2019).

5.2.6.2 Glass Ceiling Factors

“Women have not been
embraced in the top level of
management.”
—HR staff member, Kenya
Urban Roads Authority
Glass ceiling factors prevent women from
rising to senior posts (European Bank for
Reconstruction and Development, n.d., 20).
Men and women have the same rates of
promotion within the Technical University of
Kenya, but men are more likely to participate
in optional training (interview, 2019).

“Men and women have
different promotion rates
because men are known to be
self-promoting.”
—HR staff member, National
Transport and Safety Authority
The low number of women in the transport
sector means that women have a lack of female role models and mentors (Godfrey
and Bertini, 2019, 1). Mentorship schemes can
be effective in improving career development.
Two women currently undertaking transport
master’s degree programs reported that they
had mentors who encouraged them: both of
their mentors were women in senior engineering roles (World Bank focus group, master’s
students, 18 June 2019).

“Embracing affirmative
action would improve the
rate of promotion for women
workers.”
—HR staff member, Kenya Bus
Service Management
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5.3 Summary of
Findings
At each stage, we identified barriers and challenges faced by women in the transport sector. The table summarizes the findings.

The bulk of the barriers and challenges were
found in the selection and retention stages
of the career cycle, followed by the attraction
stage and then the realization stage. This indicates that the majority of solutions to the challenges faced by women in the transport sector
in Nairobi should be directed at these stages.

Career
stage

Findings

Women are less likely to pursue STEM subjects at university, although the number is increasing
Recruitment bottlenecks, including stereotypes about transport work and about women
Attraction

Women have less access to internships for professional careers
Women are less likely to have training or experience for operator work
There is a lack of outreach to women candidates by transport employers
Women are more likely to have family and caring responsibilities
Women public transport workers are stereotyped and subjected to assumptions about their suitability for
transport sector work
Lack of gender sensitization trainings for many employers

Selection

Few affirmative action policies for women at transport employers
Lack of formal job descriptions for operator roles
Lack of formal hiring processes for operator roles
Poor working conditions in matatu sector
Long working hours in operator roles
Gender pay gap in operator roles

Retention

Inadequate provision of uniforms, protective equipment, and toilet facilities for public transport operators
Lack of family-friendly working arrangements in operator roles
Women may not have access to training and development opportunities
Sexual harassment in the workplace

Interruption

Re-entry

Realization
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Women leave jobs for maternity reasons, unlike men who leave for employment opportunities
Women operators are more likely to work in more precarious roles
Lack of childcare facilities for returning parents
Difficulty returning to engineering careers after other work
Women less likely to be promoted
Lack of female role models and mentors
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CHAPTER 6: CONCLUSIONS
AND RECOMMENDATIONS
6.1 Conclusions
While women in Kenya enjoy a relatively
strong set of legal and policy protections,
women remain underrepresented in employment generally and in the urban transport sector—which is perceived as a male
sector—in particular. Research for this report
found that women represent around 10 percent of engineers and an estimated 10 percent
of matatu workers. The difficulty in counting
matatu workers is recognized in the literature:
this figure, however, is consistent with other
estimates.
Just over 31 percent of employees in urban
transport-sector government, transport providers, and academic employers are women,
close to the commonly used target of the
“two-thirds rule,” based on the constitutional
provision that not more than two-thirds of the
members of government bodies should be of
the same gender. This reflects positive progress in Kenya, which should be encouraged.
Within these institutions, women are more
concentrated in non-management roles, making up 37.1 percent of these roles, compared
to 29.7 percent at the management level. This
suggests that women still face barriers in career progression within the sector.
In terms of education, women in Kenya are
increasingly entering engineering training,
seeing it as a well-paid career and one that allows them to develop technical skills. Their experiences of studying are improving, although
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they report challenges in finding internships:
none of the transport entities interviewed for
this report provided internships specifically targeted at women. In less formal jobs, women
working in matatu or taxi roles have lower
levels of education than men, but were more
likely to report that they were working in the
sector because their skills or interests aligned.
Stereotypes about women’s place—or lack
of it—in the urban transport sector remain,
although these may reflect broader gender
stereotypes in the country, rather than being
rooted in the sector alone. These may take the
form of assumptions that technical jobs are
for men and administrative roles for women,
or stereotypes that women should not be in
the sector at all. Gender sensitization trainings
were carried out at 10 transport employers,
although they were only mandatory at 4; 10
percent of matatu workers reported having
undergone trainings on this, although no platform taxi workers had. While just under half
the transport entity interviewees acknowledged the existence of stereotypes, others expressed stereotypical views, as did matatu and
platform taxi workers, which reflects a need
for further gender sensitization.
In general, job descriptions at the urban transport sector employers did not use gendered
language. Transport sector employers were
mostly not able to provide gender breakdowns of job applications; those that did—
Kenya Urban Roads Authority and Kenya Bus
Service Management—reported applications
rates by women of 34 percent and 21 percent
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respectively. Among platform taxi workers,
men and women tended to find jobs in the
same ways. Among matatu workers, however, women were more likely to find jobs by
word of mouth, while men were more likely to
find jobs by referrals or by other unspecified
means.
Working conditions in the transport sector
are not strongly attractive, particularly in the
matatu and platform taxi sectors: women in
both were less likely than men to report that
they were happy with their role. Long hours
in particular were seen as barriers to women
working in the transport sector. While men
in the matatu and platform taxi workforce
worked longer hours than women, in both
cases around half a day extra per week, women in Kenya in general spend around three
hours more than men on unpaid work each
day.
Kenya retains a gender pay gap. Among
the matatu workers and platform taxi workers surveyed, men earned more than women
per month. Urban transport employers were
reluctant to share pay data for their workforce
specifically, which may reflect attitudes to pay
transparency more broadly in Kenya.
All the urban transport employers we interviewed provided maternity leave of at least
three months, and almost half provided flexible working hours to accommodate breastfeeding; none provided childcare. Eight of
13 employers allowed returning mothers to
work flexible hours. Only 17 percent of surveyed platform taxi operators, and 5 percent
of surveyed matatu operators, reported that
maternity leave was one of their benefits. This
indicates that work–life balance in general,
and maternity provision in particular, is lacking
within the matatu sector.

Under the Employment Act 2007, employers
with more than 20 employees are required to
issue a policy statement on sexual harassment. All the urban transport employers we
interviewed had such a policy, with the exception of the State Department of Transport,
which includes information about reporting
sexual harassment in its new employee orientations. However, three of the employers—KURA, University of Nairobi, and Kenya
Railways Corporation—reported that no cases
had been brought under this policy, which
may mean that employees do not feel comfortable reporting. Similarly, while all the interviewed urban transport employers, except
the National Transport and Safety Authority,
had equality and non-discrimination policies,
KURA and Technical University of Kenya both
said no cases had been processed. Further research, therefore, is needed to establish how
effective these mechanisms are in combating
sexual harassment.
SACCOs are required to have a code of conduct, and three-quarters of the matatu workers we interviewed had such a code. However,
while 60 percent of female respondents said
that their employer’s code banned sexual harassment, only 19 percent of male respondents
said the same. This may reflect different levels
of awareness, or that women are more likely
to work for SACCOs with codes of conduct
that include explicit bans on sexual harassment. While both men and women working
on matatus or as platform taxi operators reported sexual harassment, it was more common for the women surveyed; women were
more likely to report sexual harassment by colleagues, while men were more likely to report
that the perpetrator(s) were passengers.
Matatu workers tended to report that their
employers enforced non-discrimination in
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eight areas: recruitment, compensation, working conditions, training/career development,
promotions, termination of employment, retirement. and discipline. A notable exception
was maternity leave, in which only 1 percent
of male and 7 percent of female respondents
reported non-discrimination. Only 10 percent
had undergone gender equality and inclusion
training. All platform taxi workers said that
their employers were non-discrimination employers, although none had undergone gender equality and inclusion training.
While most junior staff at urban transport
employers were employed on a permanent
contract, only 27 percent of matatu workers
had any kind of formal contract; this was
not markedly different for men and women.
Most government entities and both transport
providers interviewed, but none of the universities, carried out exit interviews. The interviewees reported that staff tended to leave for
better pay or opportunities elsewhere. Only
one employer (KBSM) reported differences in
men’s and women’s reasons for leaving and
attributed this to maternity.
While employers tended to report that promotion rates for men and women are the same,
among the employers who provided data on
management- and non-management-level
employees, 37.1 percent of non-management-level employees, but only 29.7 percent
of management-level employees, were female. This may reflect uneven levels of hiring
and promotion at the management level, or
it may reflect ongoing correction to historical
inequalities in education and selection and
perhaps improvements within organizations
over time. Women engineering undergraduates did not express concerns about their
future promotion opportunities, which may
point to the latter. However, it does mean that
women have a lack of female role models
and mentors in the sector.
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6.2 Policy Implications
“There are a lot of strides
in Kenya on gender
mainstreaming, and it is
bearing fruit.”
—academic staff member,
Technical University of Kenya
Gender equality is not a purely social issue: it
also confers benefits on organizations, including better efficiency, more creative approaches, and higher revenues (European Bank for
Reconstruction and Development, n.d., 4),
and helps organizations better understand
and meet the needs of their stakeholders
(Wage Gap Reduction Initiative, 2009, 4). The
specific challenges in entering and working
in the transport sector faced by women are
detailed above. These are complex and multifaceted, but there are measures that can be
implemented.
There are four key areas that create highquality jobs (Turnbull, 2013, 6):
•

Career and employment security (including employment status, income, social
protection, and workers’ rights)

•

Skills development (including training, qualifications, learning, and career
development)

•

Work–life balance (including time and social infrastructures)

•

Health and well-being (including health
problems, exposure to risks, and work
organization)

Improvements could be made in each of
these areas to allow women to access equal
employment opportunities in the transport
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sector across the career cycle. Improving work
for women also improves work for men and
for employers (Wage Gap Reduction Initiative,
2009, 9).
This section looks at measures that could improve women’s access to high-quality urban
transport jobs in Nairobi at key stages of the
career cycle, as well as cross-cutting recommendations that are applicable at every stage.
It incorporates recommendations based on
our research findings, as well as good practice from Kenya and from other countries. It is
important to note that while we have organized recommendations by career cycle stage,
many of the barriers—and thus the measures
put in place to tackle them—also impact other
stages, as well as interacting with each other.
Measures to improve the position of women
in the Nairobi urban transport sector thus
need to be part of a holistic approach.

6.3 Career-stage
Recommendations
6.3.1 Attraction
Information about different sectors can help
influence women to enter them. Transport
sector employers—including public transport
operators and government agencies—and
universities offering transport-related careers
should begin outreach at secondary school
level. This could include career talks, as well
as support for curriculums that enable girls to

Career information influences
course choices: Young women
in Kenya who received information
about earning potential in maledominated careers were more likely
to enroll in courses related to those
careers (World Bank Group, 2018, 47).

Highlighting women workers
and family-friendly policies:
Communication to potential women
applicants by employers could
include highlighting policies such as
maternity leave in job advertisements
(UN-Habitat and Flone Initiative,
n.d., 23), or profiling women workers
in public materials such as websites
and brochures (Wage Gap Reduction
Initiative, 2009, 14).

pursue careers or tertiary education in transport fields. Building relationships with secondary-level education institutions could help with
providing information to students.
In order to proactively reach out to women
candidates for jobs, employers can carry out
proactive recruitment activities targeting
women. These could include women-only recruitment events, partnerships with women’s
employment agencies, and broader outreach.
Building relationships with universities—
through formal schemes or memorandums of
understanding—could help with outreach of
this kind.
Employers could also target their communication efforts to encourage women applicants
for roles.
Universities in particular should take steps—
which may include quotas or other affirmative
action—to increase the number of women
studying engineering and other transport-related fields, and encourage proportional representation of women within sub-disciplines.
They should also build relationships with
employers in order to give students access to
potential future employers, including through
open days and talks.
In addition, quotas for internships and training
can be used to address the underrepresentation
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Training for women workers:
Cape Town used sponsored
learnerships to train workers to
get heavy-duty driving licenses and
allocated 80 percent of these to
women—40 percent of bus drivers
are now women (Wright, 2018,
75). City authorities in Osh, Kyrgyz
Republic, instituted a training
program for women drivers as part of
their public transport modernization
program (European Bank for
Reconstruction and Development,
2017, 7).

of women, including training for public transport roles such as drivers. Institutional and
project internship schemes could be set up as
part of infrastructure projects.
Urban transport sector employers should also
review their policies to ensure that familyfriendly policies are in place and that women—who are more likely to have unpaid caring responsibilities—are able to consider roles
in the sector. Government entities could also
consider policies that reduce the burden of
unpaid work, including caring responsibilities,
on women. This would have broader benefits
for women entering the workforce.

Internship program with
quotas: Internship programs
at KeNHA, NTSA, and the State
Department of Housing and Urban
Development all have at least 50
percent women participants.

6.3.2 Selection
Organizations should collect gender-disaggregated data on applications and hiring in order
to monitor their attraction and outreach to
women candidates.
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Gender-sensitive recruitment
processes: The European Bank for
Reconstruction and Development’s
guidelines for gender-sensitive
recruitment processes include
specifications on writing job
descriptions and requirements,
advertising vacancies, shortlisting
candidates, interviews and tests,
references, and evaluating and
appointing staff (European Bank for
Reconstruction and Development,
n.d.).

6.3.2.1 Hiring Practices
In order to ensure that women have equal
access to available roles, transport employers should ensure that their recruitment
policies are non-discriminatory. These
measures could include non-discriminatory
recruitment and selection criteria, gendersensitive interview panels, and exit interviews
to identify patterns of gender discrimination
(International Association of Public Transport
and International Transport Forum, 2019,
4–5). Employers should collect gender-disaggregated data at all stages of recruitment processes to monitor the implementation of these
policies.

Affirmative action: Transmilenio
in Bogota prioritizes women who are
heads of families for jobs in ticket
sales (Wright, 2018, 58).

In order to increase the number of women
selected to roles in the transport sector and
redress historical inequalities, government
authorities and transport operators could
consider quotas for women employees in the
transport sector (Duchène, 2011, 16), or other
forms of affirmative action—for example,
targeted recruitment or career development

Gender in Urban Transport in Nairobi, Kenya Volume II: Employment

Equal employment: Staff at KURA
are almost 50 percent women.

programs (European Bank for Reconstruction
and Development, n.d., 6). This is explicitly permitted under Kenya’s Employment Act
2007, Section 5.
Seeking different channels through which
to advertise—including circulating vacancies
through women’s networks or social media platforms used by women seeking employment—could help reach more women
applicants.

Gender certification: Gender
Equality Seals—which encourage
public and private organizations
to monitor, promote, and improve
women’s position in the workplace—
have been developed by the
governments of Brazil, Chile, Costa
Rica, Colombia, the Dominican
Republic, Mexico, and Uruguay. The
GES program was developed by UNDP
(World Bank, 2018, 61).

6.3.2.2 Challenging Stereotypes
As detailed above, gender stereotypes can
have an impact on women’s employment in
the transport sector. In order to challenge
this, government authorities should carry out
activities that positively promote women’s
role in the transport sector and ensure that
women have access to information about careers in the transport sector.
One way to ensure that selection criteria are
appropriate for jobs in the transport sector

Workplace culture reform: Steps
to improve workplace culture can
include cultural audits, reviewing
formal and informal practices in the
workplace, as well as implementing
formal policies (Wage Gap Reduction
Initiative, 2009, 12).

is to carry out participatory gender audits
(Peters, 2013, 31); these consider technical
specifications, but also personal and institutional biases (Turnbull, 2013, 20). This can help
ensure that specifications are not based on stereotypes, but on the actual requirements for
a role. These should be regularly reviewed as
job requirements change, particularly as new
technology is introduced in the workplace.
The Government of Kenya could also consider
introducing a gender certification program,
such as UNDP’s Gender Equality Seal program,
to assess whether companies are complying.
Gender certification at the national and international level has been created to evaluate the
extent to which organizations are addressing
gender equality. Certification programs can
focus on recruitment, professional development, trainings, work–life balance, and sexual
harassment (World Bank Group, 2020).
Transport providers should carry out workplace training on equality and diversity
for staff at all levels, including trainings that
challenge gender stereotypes.
Employers can also take steps to improve
workplace culture. This goes beyond formal
policy and organization and includes unwritten rules that structure how decisions are
made, conflicts resolved, and goals achieved
(Wage Gap Reduction Initiative, 2009, 12).
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Gender quotas in outsourcing:
Bids for public–private transportation
contracts in Santiago, Chile, require
a gender quota and gender-equality
policies (Guevara and Álvarez, 2019,
11).

6.3.3 Retention

Women in union organizing:
Women have been involved
in organizing within Nairobi’s
Public Transport Operators’ Union
(PUTON), including around resisting
deactivation by Uber, organizing
platform taxi workers, and
negotiating with the government on
prices, conditions, and safety (Wright,
2018, 12).

6.3.3.1 Working Conditions
Increasing numbers of transport systems globally, for example BRT systems, are introduced
under public–private partnerships, which
has led to worse terms and conditions in some
cases than previous union-negotiated agreements (Wright, 2018, 11–12). Outsourcing
arrangements create different channels for
decision making and accountability; as a result, government authorities should include
stipulations on working conditions, including gender equality measures and measures
to tackle sexual harassment, in outsourcing
agreements for public transport (Wright,
2018, 114; International Association of Public
Transport and International Transport Forum,
2019, 3).
In order to attract more women, transport providers should comply with international recommendations that state that
providers should ensure that women have
equal pay and benefits to male workers

Women in union operations: The
Matatu Worker’s Union in Nairobi
has a women’s committee to handle
complaints from women (Wright,
2018, 99) and, together with the
International Transport Forum, has
put out materials to support women
workers (International Transport
Forum, n.d.) .
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(International Association of Public Transport
and International Transport Forum, 2019, 7).
Staff at the State Department of Infrastructure
stated that improving the terms and conditions of employment—especially pay and
benefits—would help recruit more women,
and improving career progression guidelines
would help increase the promotion of women
employees (interview, 2019). Collecting gender-disaggregated data on pay and benefits at
different levels, and making this data public,
enables organizations to be held accountable
for gender pay and benefits gaps.
Unions are a strong force for change and can
be effective in campaigning for improved
working conditions. Unions can strengthen
their campaigns through recognizing all
transport-related jobs in their remit, including
women in representative bodies, and conducting training and mentoring. Transport unions
can also campaign on issues that disproportionately affect women and could set up specific initiatives to support women.

6.3.3.2 Family-friendly Policies
Transport providers should implement policies
that allow workers to combine work and
family/caring responsibilities. These could
include maternity provisions, paternity leave,
parental and career leave, and the provision
of accessible childcare facilities. They should
implement flexible working arrangements and
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career-break policies, including ensuring that
women workers retain seniority and status
during career and maternity breaks.
In Kenya, this study confirmed that while formal employers were complying with statutory
maternity leave requirements, few provided
breastfeeding facilities, and none provided
childcare. Employers should be encouraged to
consider the needs of their employees above
and beyond the minimum specifications in
law.
In order to ensure that women are not
overlooked for promotion because of arrangements such as flexible working, transport employers should ensure that promotional opportunities are not based on hours
spent at work, and that workers with caring
responsibilities and those in flexible working
arrangements have equal access to promotions (Baruah, 2019, 33). Trainings should be
provided to enable women of all ages to access higher-paid work.

6.3.3.3 Sexual Harassment
The impact of sexual harassment is discussed
above. It is important for transport employers to prevent and respond appropriately to
sexual harassment by developing, implementing, and disseminating sexual harassment
policies and trainings. From the study, it
seems that sexual harassment statements exist among transport sector bodies; however,
said statements have to be activated through
proper policies, codes of conducts establishing management’s and employees’ obligations
with regard to sexual harassment, training and
awareness-raising activities, proper grievance
mechanisms, and response and accountability
mechanisms.
They should also establish and enforce clear
processes for reporting in a confidential

Provision of trainings to
transport operators: Flone
Initiative (supported by UN-Habitat)
conducted a series of training for
two SACCOS, covering everyone
from management to operators.
At the end of training, the SACCOS
developed policies on customer
service and sexual harassment. A
couple of months after the training,
Flone Initiave confirmed that both
SACCOS adopted those policies. Flone
Initative has also produced a toolkit
on gender-sensitizing transport
infrastructure in cities in Africa (UNHabitat and Flone Initiative, n.d.).

manner and responding to violence against
women, while creating proper response and
accountability measures.
Grievance mechanisms typically take the form
of an internal procedure for complaints, followed by consideration and the management’s response and feedback. The procedure
should prevent the victimization of workers
lodging a grievance and should include the
possibility of raising grievances anonymously
and confidentially. A grievance mechanism
shall include different entry points for the
survivor to place complaints with confidentiality—for example, via a trusted trained person
or through call numbers, complaint boxes, or
technology-based platforms. The body tasked
with reviewing complaints could also include
a trusted figure—for instance, a woman from
the union if the employees are unionized and/
or an external representative from a government or quasi-government body or nongovernmental organization with specialized
knowledge on appropriate response to sexual
harassment.
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The ILO has recommended social dialogue as
a method to raise awareness about gender issues in general and violence in the workplace
in particular (International Labour Office,
2013). National tripartite social dialogue
brings together workers, employers, and government to discuss laws and policies related
to social policy. In order to effectively promote
gender equality, social dialogue should include
the representative participation of women, as
well as actively address gender equality issues, and representatives should be trained in
gender equality issues (International Labour
Organization, 2013, 241).
In particular, NTSA should provide detailed
guidance to SACCOs and other public transport operators regarding their code of conduct
for workers, including prohibition of sexual
harassment. SACCO management should ensure that their codes of conduct comply with
this guidance, and that they are enforced with
appropriate penalties for non-compliance.

6.3.3.4 Safety and Security
In order to ensure that women are safe at
work, transport providers should ensure that
risk assessments reflect the risks to women
workers, and that risk mitigation measures
include measures to mitigate risks to women
workers, including risks to pregnant workers
(International Association of Public Transport
and International Transport Forum, 2019, 6),
and to ensure safety when travelling to and
from work (see Volume 1 of this report).
Transport providers should also ensure that the
work environment meets the needs of women
workers: this includes providing appropriate
uniforms, personal protective equipment,
tools, equipment, workstations, and monitoring and alert systems to protect staff. They
should also ensure that female workers (and
male workers) have access to safe, accessible,
and clean toilet and sanitation facilities.

91

Gender mainstreaming policy:
KRC implemented a gender
mainstreaming policy in 2017, as well
as career progression guidelines in
the same year.

6.3.3.5 Equality and Nondiscrimination Policies
Effective non-discrimination and equal opportunity policies act as declarations of an
organization’s commitment to opposing discrimination, implementing equal opportunities, and ending harassment (including sexual
harassment) in the workplace (European Bank
for Reconstruction and Development, n.d.,
7). Transport employers should create effective policies with the participation of diverse
groups of employees from different levels of
the organization.
In order to be effective, policies must be disseminated and implemented, and regular
trainings—including sensitization trainings—
should be mandatory for all staff. Policies must
also have procedures for reporting and investigating violations that are effective and that
protect staff against retaliation. Policies should
include monitoring mechanisms and resources
for monitoring their implementation.

6.3.4 Realization
Transport providers could provide coaching
and mentoring for women workers, as well
as support for women’s leadership and for
advancement within the sector. Along with
internal coaching programs, employers should
consider industry-wide networks, including
mentoring schemes, for women workers.
Transport providers could also implement career and personal development programs for
staff (UN-Habitat and Flone Initiative, n.d.,
24). These could be in partnership with NGOs
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Equality units in transport
offices: In Mexico City, “local
government offices that run the
subway, electric buses, and M1 buses
have had equality units since 2017
with the aim of mainstreaming
gender equality into all policy
processes, including a genderfocused strategy to improve the
organizational environment and
culture” (Wright, 2018, 43). As a
result, the subway and electric buses
have 35 and 31 percent women
employees respectively (Wright,
2018, 43). In Bogota, Transmilenio
(which contracts out bus services)
has an officer covering gender
equality; there is a breastfeeding
room and gender equality training,
but this does not necessarily include
subcontractors (Wright, 2018, 57).

who provide personal and/or professional development training for women workers.
Organizations should collect gender-disaggregated data on promotions, in order to understand how women advance through organizations compared to men, and to identify “glass
ceiling” barriers.

Gender policy: In Turkey, the
development and implementation
of a gender road map increased
the percentage of women in bluecollar jobs from 0.4 to 4.2 percent in
under two years (European Bank for
Reconstruction and Development,
2017, 6).

6.3.5 Gender Mainstreaming
Gender mainstreaming programs can also
help women access urban transport roles. For
example, the planning and introduction of
new forms of transport should include gender
impact assessments. In order to be effective,
gender mainstreaming policies should be adequately resourced so that they can be implemented and monitored.
Government equality units can be set up at
department and ministry levels to mainstream
gender into transport policy at all levels.
Urban transport companies can also put in
place gender policies. Candidates for leadership positions in the transport sector should
have a track record of promoting gender
equality, and senior staff should champion
gender equality.
This is particularly important when new systems are introduced. As the plans for the
introduction of a Mass Rapid Transit system
in Nairobi develop, planning should include
gender impact assessments, including assessments of employment creation and social
impact. They should also include participatory
consultations that are inclusive of women
from different parts of the transport sector, including matatu and platform taxi workers and
union representatives.

6.3.6 Monitoring and
Evaluation
In order to address structural discrimination,
transport providers should also ensure that
they carry out effective monitoring and
evaluation of gender policies and targets
and implement effective grievance procedures. This includes allocating resources for
implementation and monitoring activities.
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Employers should collect gender-disaggregated data in order to monitor the implementation of these policies. This should include not
only the number of staff at different levels, but
also the rates of salaries, promotions, applicants and recruitments, dismissals and resignations, and participation in training opportunities (European Bank for Reconstruction and
Development, n.d., 5), as well as data from
exit interviews on why staff leave. Publicizing
this data increases transparency and helps organizations learn from each other.
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Disaggregated data collection
in human resources: The Kenya
National Highways Authority collects
data on male and female employees
at all levels in all the locations in
which they operate, as well as data
on exits from the organization
(interview, 2019).
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6.4 Summary of
Recommendations
The following table summarizes short-term
and medium or long-term recommendations for improving women’s position in the

transport sector in Nairobi, together with suggested indicators to monitor the actions. We
believe that the short-term recommendations
are achievable within three years of publication of this report: medium- and long-term
recommendations may take between three
and ten years to implement fully.

Suggested
indicators

Short-term
recommendations

Medium- and long-term
recommendations

Attraction

Transport employers and public
transport operators:
• Organize recruitment events
targeting women

Transport employers and public transport
operators:
• Formalize relationships with
universities to improve outreach to
women students

•

Attendance at
recruitment events
targeted at women

•

Number of
memorandums
of understanding
between universities
and employers
related to outreach to
women students

•

Number of women
in internship and
training schemes in
public and private
sectors

•

Target communication about
potential opportunities for
women

Education institutions (secondary
and tertiary):
Provide information to women
students about transport careers

•

Implement quotas and affirmative
action for women in internships and
training

•

Set up internships, with measures to
ensure representation of women, as
part of infrastructure projects

Education institutions (secondary and
tertiary):
• Take steps to increase the number of
women studying STEM subjects at
secondary level, and engineering and
other STEM fields at tertiary level
•

Take measures to combat “stereotype
threat,” which prevents girls from
pursuing STEM education

•

Build relationships with employers to
increase outreach opportunities

•

Establish grants, fellowships, and
scholarships for women in STEM and
those seeking careers in the transport
sector

Government authorities:
Ensure that girls are able to participate
in secondary and tertiary education and
do not face barriers in continuing their
education
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Suggested
indicators

Short-term
recommendations

Medium- and long-term
recommendations

Selection

Transport employers and public
transport operators:
• Ensure that recruitment policies
are non-discriminatory

Transport employers and public transport
operators:
• Consider quotas or other forms
of affirmative action for women
employees

•

Existence of nondiscrimination policies
at employers

•

Attendance at
workplace diversity
and equality trainings

•

•

Existence of
participatory gender
audits

•

•

Existence of gender
certification, and
number of certified
employers

•

Collect gender-disaggregated
data at each stage of hiring
processes
Advertise job opportunities
in channels that are likely to
reach women—for example, via
women’s professional networks

•

Voluntarily adopt the “two-thirds
rule” and implement a plan to reach
33.3% women staff across all levels of
employment

•

Carry out participatory gender audits
to evaluate and learn from the
progress that has already been made
in the transport sector, to develop
pathways for further improvement,
and to share learnings with other
sectors

•

Consider introducing a gender
certification for companies in the
transport sector, in cooperation with
the State Department for Gender;
learnings from this sector could also
be used as a pilot program for other
sectors

•

Take steps to improve workplace
culture

•

Carry out activities that challenge
stereotypes and positively promote
women’s role in the transport sector

Carry out workplace trainings
on equality and diversity

SACCOs:
Ensure that recruitment mechanisms
are gender responsive

State Department for Gender:
• Consider steps towards legislation
extending the “two-thirds rule” to
include public transport operators
•
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In collaboration with transport sector
employers, produce guidance for
conducting participatory gender audits
in the transport sector
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Suggested
indicators

Short-term
recommendations

Medium- and long-term
recommendations

Retention

Government authorities:
• Introduce a non-discrimination
and equal opportunity policy in
the urban transport sector

Transport employers and public transport
operators:
• Improve pay and benefits for all
workers

•

Include gender equality
provisions in outsourcing
agreements for public transport

•

Provide childcare facilities,
breastfeeding areas, and flexible
working arrangements for parents

Transport employers and public
transport operators:
• Collect and publicize genderdisaggregated data on pay and
benefits at regular intervals

•

Monitor the implementation of
sexual harassment policies and
the effectiveness of reporting
mechanisms; ensure that reporting
and grievance mechanisms are linked
into existing referral pathways for
victims of gender-based violence in
Kenya

•

Monitor the implementation of
non-discrimination policies and the
effectiveness of reporting mechanisms

•

•

•

•

•

Presence of gender
equality provisions
in outsourcing
agreements for public
transport
Existence of provision
of access to childcare
facilities
Existence of sexual
harassment, nondiscrimination, and
equal opportunity
policies at employers
and SACCOs
Existence of SACCO
code of conduct
incorporating
responsibilities
regarding sexual
harassment in the
workplace

•

Ensure that women retain
seniority and status during
maternity leave or career breaks

•

Ensure promotional
opportunities are not based on
hours at work, and that workers
with caring responsibilities have
access to promotion

•

Existence of women’s
councils within
unions

Develop and disseminate
sexual harassment policies and
training, with the participation
of experts in sexual harassment
prevention and response

•

Develop and disseminate
non-discrimination and equal
opportunity policies and training

•

Ensure that risk assessments
reflect the risks to women
workers, and provide
appropriate equipment and
facilities

Unions:
Recognize all transport-related jobs
in their remit

Unions:
• Campaign on issues that
disproportionately affect women
•

Set up specific initiatives to support
women workers

NTSA:
Provide detailed guidance to SACCOs
regarding their code of conduct for
workers, including prohibition of sexual
harassment
Ministry of Transport, Infrastructure,
Housing, Urban Development and Public
Works:
Create a platform for women in the
urban transport sector to exchange their
experiences and opinions, and establish a
network of women workers

SACCOs:
Ensure that codes of conduct
prohibit sexual harassment
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Suggested
indicators

Short-term
recommendations

Medium- and long-term
recommendations

Realization

Transport employers and public
transport operators:
Collect gender-disaggregated data
on promotions

Transport employers and public transport
operators:
• Provide coaching and mentoring for
women workers

•

Disaggregated data
on promotions for
men and women

•

Existence of
coaching, mentoring,
and personal
development
programs for women
workers

Cross-cutting
recommendations
•

Numbers of men and
women in different
transport roles, at
different seniority
levels, and their pay
and benefits

•

Disaggregated data
on other dimensions
of discrimination,
e.g., disability

•

Existence of gender
equality units
within government
ministries

•

Existence of gender
policies

•

Existence of platform
for women in the
urban transport
sector

•

Transport employers and public
transport operators:
• Collect and publicize genderdisaggregated data
•

Implement career and personal
development programs

State Department of Transport:
• Further develop gender strategies in
the new Transport Policy
•

Collect and publicize data
disaggregated by other axes of
discrimination—for example,
disability

Consider establishing a pilot scheme
design and implement genderresponsive measures in the transport
sector, in order to evaluate the
progress that has already been made
in the sector; generate lessons about
what works that are appropriate
for the local context; and serve as a
model for gender-responsive programs
in other sectors

Government authorities:
• Set up and resource equality units
•

Implement gender policies

Universities, NGOs and INGOs:
Carry out further research into gender
discrimination in the transport sector,
including research that uses an
intersectional analysis to consider other
axes of discrimination
NTSA:
• Collect disaggregated data on sex and
job roles for each SACCO, as part of
the registration and renewal process
•
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Research and produce data on
how gender is mainstreamed in the
informal transport sector
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ANNEX I: KEY
INFORMANT INTERVIEW
QUESTIONNAIRES
The semi-structured interviews were carried out using questionnaires. The below questionnaire
was used for transport companies. A similar questionnaire was used for the other interviews,
omitting only question 2.10(c).
1. Pre-interview
•

Explain who you are.

•

Explain that you are conducting interviews on behalf of the World Bank as part of a consultant team.

•

Explain that you are aiming to collect data in order to enhance knowledge on the existing employment conditions and opportunities for women and men in the urban transport subsector,
in order to prepare a report.

•

Estimate the length of time required for interviews.

•

You may want to send a selection of the questions from section 2 in advance, to allow the
interviewee to have the data that they need ready.

2. At the interview
2.1 Introduction
•

Explain who you are and give another brief overview of the project.

•

Explain that you will be asking for a signed consent form. Allow interviewee time to read the
consent form and ask questions.

•

Verbally reiterate that the interviewee can withdraw from the study at any time—before,
during, and after the interview.

•

Explain that you will be recording the interview (if you will) and taking notes during the conversation. Ask for permission to proceed.
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•

Explain that transcripts and notes from the interview will be shared with another consultant
in order to prepare a report for the World Bank and that the data will be analyzed.

•

Explain that individual interviewees will not be identified by name in the report, but individual
departments and institutions will be. Ask if they have any concerns about information they
provide being attributed to a representative from their department at their institution (if they
are concerned about identifying the department, we can just use the institution). Record any
preferences on the consent form.

•

Explain that recordings, transcripts, and notes from the interview will remain the property of
the World Bank and that the data will be passed back to the World Bank team overseeing this
work at the end of the project for archiving.

•

Allow time for questions if the interviewee has any—record these and the outcome of any
discussions on the consent form.

•

Obtain signed consent form.
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2.2 Preliminary questions
a)

Can you explain your
role?

b) How does your role fit
within your institution?

2.3 Overall employment
a)

Can you provide me with
data on the number of
men and women
employed at different
levels in your company?

Hard copy?
Soft copy?
Can provide
later
Organization
does not collect
data

b) Please explain the different
employment levels to me.
Which levels have:

Number of
sheets:
Confirm
email
address
Confirm
date/time to
follow up
Why not?

Decision-making
responsibilities?
Line management
responsibilities?
Other (give details)

c)

At each level, what kind of
contracts are available?

Full-time,
permanent
contracts
Full-time, fixed term
contracts
Part-time,
permanent
contracts
Part-time, fixedterm contracts
Consultants?
Other (give details)
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d) Can you provide me with
data on the number of
men and women
employed on different
kinds of contract at each
level?

Hard copy?
Soft copy?
Can provide
later
Organization
does not collect
data

Number of
sheets:
Confirm
email
address
Confirm
date/time to
follow up
Why not?

2.4 Job roles
a)

Can you
provide me
with examples
of job
descriptions
for different
roles at
different
levels?

b) Are men and
women
equally
represented in
most job
roles?

Hard
copy?
Soft copy?
Can
provide
later
Data not
available

Number of
sheets:
Confirm email
address
Confirm
date/time to
follow up
Why not?

Yes

Why do you think
this is?

No

Which roles do
women tend to
do?
Which roles do
men tend to do?
Why do you think
job roles are
divided in this
way?

c)

Do you think
there are
stereotypes or
assumptions
about which
roles in the
transport
sector are
suitable for
women?

Yes

What kind of
stereotypes or
assumptions?
Where do you
think these come
from?

No

Why not?
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2.5 Recruitment
a)

Can you provide
me with data
(ideally for 2017
and 2018) on the
number of men
and women
applicants at
different levels in
your company?

Hard copy

Number of sheets:

Soft copy

Confirm email
address
Confirm date/time to
follow up
Why not?

Can provide
later
Organization
does not collect
data

b) How do you
advertise
available roles?
c)

Do you have a
policy of
proactively
reaching out to
women
applicants?

Yes

What does this look
like?
How long have you
been doing this?
How successful has it
been and how do you
know?

d) Do you have an
internship
program?

No

Why not?

Yes

How do you recruit
interns?
Is the program
general or specifically
targeted at
underrepresented
groups?
How successful has it
been and how do you
know?
What proportion of
interns are women?

No

Why not?
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e)

f)

What policies do
you have to try to
ensure a
representative
workforce (e.g.,
affirmative
action)?
What, in your
opinion, are some
of the reasons
that women may
not apply to roles
in your company?

2.6 Retention
a)

Can you provide
me with data
(ideally for 2017
and 2018) on the
turnover in staff,
disaggregated by
sex each year?

b) Do you
conduct exit
interviews or
otherwise ask
why people
leave?

c)

Do you have
programs in
place to retain
staff?

Hard copy

Number of sheets:

Soft copy

Confirm email address

Can provide
Confirm date/time to follow
later
up
Organization
Why not?
does not collect
data
Yes
What are the most
common reasons for
people to leave?
Do people leave for
other roles in the
transport sector, or
for other sectors?
Are the reasons
different for men and
women? If so, how?
No

Why not?

Yes

What kind of
programs?

No

Are any of them
targeted at women
specifically? What
kind of programs are
these?
Why not?

d) What, in your opinion, are some of the reasons
why turnover rates might be different for men and
women?
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2.7 Training
a)

What kinds of
trainings are
mandatory for
staff?
b) What kinds of
trainings are
optional for
staff?

Are these different for
men and women? If so,
how?
What are the benefits to
staff of optional
training?
Are these optional
trainings equally
available to men and
women?
Do men and women
participate at equal
levels?

c)

Are specific trainings
required for promotion?
If so, which ones?

d) In your opinion, what
are some of the reasons
that men and women
have different training
opportunities?
e) Do you carry out gender
sensitization trainings
for your staff? Are these
mandatory?
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2.8 Promotion
a)

How do you
promote staff?

b) What kind of
promotion
opportunities are
available to staff?

Is a decision made by line
management or do workers
have to apply?
Does this include
opportunities to be
promoted to:
Higher paying jobs?
More secure jobs?
Line management
roles?
Decision-making
roles?

c)

Are men or women
more likely to be
promoted (or are
rates the same)?

Why?

Into what kind of jobs?
d) In your opinion,
what are some of
the reasons why
men and women
have different
promotion rates?
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2.9 Pay, contracts, and benefits
a)

Can you
provide me
with data on
the rates of
pay for men
and women
at different
levels in your
institution?

Hard copy
Soft copy
Can provide later
Organization does not
collect data

b) Are the
contracts the
same for
male and
female staff?

No

c)

Yes

Are leave and
sick benefits
the same for
male and
female staff?

Yes
How are they
different?

No

How are they
different?

d) Do you
provide
maternity
leave?

Yes

What are the
terms?

No

Why not?

e)

Yes

What is provided
and what are the
terms?

No

Why not?

Yes

How is this
provided (e.g.,
agreement with
childcare
institution)?
Why not?

f)

Do you
support
nursing
mothers
(e.g., with
time and
space for
breastfeeding
or pumping)?
Do you
provide
childcare
facilities?

No
g)
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Number of
sheets:
Confirm email
address
Confirm
date/time to
follow up
Why not?

Do you
provide
support to
women
returning to
work after
having
children (e.g.,
part-time
work, flexible
hours)?

Yes

What are the
terms?

No

Why not?
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h) Do you
provide
transport to
work?

i)

Do staff get
bonuses?

Yes

For whom?
How is this
arranged?

No

Why not?

Yes

When and how
often?
Which job roles
are eligible for
bonuses? Are
these roles more
likely to be
occupied by men
or women?
What can cause
staff to lose
bonuses?

No
j)

What other
benefits do
you provide
for staff?

Why not?
Are men and
women both able
to take
advantage of any
benefits offered?

2.10 Working conditions
a)

What are
working hours
like?

How do these differ for
men and women?
What do you think is the
impact of these hours
for men and women?

b) Do you think
staff have a
good work–life
balance?
c)

Do you think this is
different for men and
women?

Can workers access toilets during their
working hours? Where are the toilets and
how easy are they to access?

d) What, in your opinion, are differences in
the working conditions for men and
women?
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e)

What, in your opinion, could employers do
to improve work–life balance for male
employees and for female employees?

2.11 Safety and security
a)

How do you keep your staff safe?

b) What are some of
the threats to
women workers in
particular?
c)

Do you have an equal
opportunity and nondiscrimination policy?

Are these from other
staff or others?

Yes

What grounds does it
cover?

How is it enforced?
How can people who are
discriminated against
report it? Who do they
report to?
Who is responsible for
investigating allegations
of discrimination?
What does the process
look like?
What, in your opinion,
should be the outcome if
it is found that one
person has discriminated
against another because
of their gender?
What is the outcome, in
practice?
What other challenges
exist in implementing
this policy?
How is the policy
disseminated?
No
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d) Do you have a sexual
harassment policy?

Yes

What definition of sexual
harassment does it use?
How is it enforced?
How can people who are
sexually harassed report
it? Who do they report
to?
Who is responsible for
investigating allegations
of sexual harassment?
What does the process
look like?
What, in your opinion,
should be the outcome if
it is found that one
person has sexually
harassed another?
What is the outcome, in
practice?
Do you think women
who are sexually
harassed come forward?
Why/why not?
How is the policy
disseminated among
staff?

No
e)

Why not?

Do you have other policies—for
example, a code of conduct for
staff—that aim to protect staff?

2.12 What would you like to see change?
a)

What changes do you think
your company could make to
improve recruitment of
women?

b) What changes do you think
your company could make to
improve retention of women
workers?
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c)

What changes do you think
your company could make to
improve promotion of women
workers?

2.13 Anything else?
a)

Is there anything
else that you
think it would be
useful for me to
know?
b) Who else do you
think we should
talk to about this
topic?

2.14 Ending the interview
•
•
•
•

Ensure you have a signed consent form.

2.14 Ending the interview
Clarify which pieces of information are for background only and which for publication: clarify
attribution
if other
than adepartment/institution.
• Ensure
you have
signed consent form.

• Clarify
which
pieces
of information
are Thank
for background
only and
which
for
Provide
contact
details
for follow
up if needed.
the interviewee
for their
participation.
publication: clarify attribution if other than department/institution.

Tell
that we
will share
the for
notes
and/or
from the
withfor
them
once
• them
Provide
contact
details
follow
uptranscriptions
if needed. Thank
theinterview
interviewee
their
they are
completed, so that they can ensure that they are happy with the outcomes.
participation.

Tell them that we will share the notes and/or transcriptions from the interview with
them once they are completed, so that they can ensure that they are happy with the
outcomes.
• Offer
to share the draft report with them.
3. After
the interview
•

•

Offer to share the draft report with them.

•

3. After
the
interview
Follow
up by
email
thanking the interviewee for their time.

•

Ask for data in hard/soft copy (if not provided during interview) or confirm a time to return to
up by email
thanking
the interviewee
their time.
collect• thisFollow
information,
if they
have offered
to providefor
it later.
• Ask for data in hard/soft copy (if not provided during interview) or confirm a time to
Transcribereturn
recordings
(if taken).
to collect
this information, if they have offered to provide it later.
Transcribe recordings (if taken).
Clean •up notes.
• Clean up notes.
Update
spreadsheet.
• summary
Update summary
spreadsheet.

•
•
•
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ANNEX II: INTERVIEWS
The research team interviewed staff in the following organizations and departments:

Government Entities
•

Kenya National Highways Authority: Human Resources

•

Kenya Roads Board: Human Resources

•

Kenya Urban Roads Authority: Human Resources

•

Nairobi Metropolitan Area Transport Authority: Human Resources

•

National Transport and Safety Authority: Human Resources

•

State Department of Housing and Urban Development: Human Resources

•

State Department of Infrastructure: Human Resources

•

State Department of Transport: Human Resources

Transport Providers
•

Kenya Bus Service Management Ltd.: Human Resources

•

Kenya Railways Corporation: Human Resources

Universities
•

Jomo Kenyatta University of Agriculture and Technology: Department of Civil, Environmental
and Geospatial Engineering

•

Technical University of Kenya: Department of Architecture and Urban Planning

•

University of Nairobi: Department of Urban and Regional Planning
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ANNEX III: MATATU
AND PLATFORM TAXI
OPERATORS SURVEY
The survey questionnaire is presented from the following page.
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9 Appendix 3: Matatu and Platform Taxi Operators Survey
SOCIO-DEMOGRAPHIC
No.

QUESTIONS

Responses

101

Gender of the respondent
(Note: Interviewer will fill in this question, no
need to ask)

102

What is your age (years)?
(Please tick as appropriate)

1.18-25 □ 2.26-30 □ 3. 31-35 □ 4.36-45 □ 5.46-55 □
6.56-60 □ 7.>60 □

What is your level of education and training?

1.Never attended school
4.Diploma
5. Degree

1. Male
2. Female

103
2. Primary 3. High School
6.Post Graduate

7.Other (Specify………………………………………………………………..)
104
1.
2.
3.
4.
5.
6.
7.
8.

What is your marital status?

105

Type of employment in the urban transport
sub-sector

Single (Never married)
Single with child(ren)
Married
Married with child(ren)
Divorced
Widow
Widower
Other

1. Self-Employed
Specify-----------------------------2. Company/SACCO-employed

RECRUITMENT PRACTICES AND PROCEDURES
201

How did you first get to know about the job
vacancy in this SACCO/company?

202

Tell me about the key job requirements.
A typical recruitment involves the following
steps: job description requirements profile ,
advertisement, short listing of candidates,
interviews evaluation and appointment. Was
this procedure followed?

1. Advertisement through media
(Tick as
appropriate) (newspaper, radio, social media,
posters, job sites)
2. Word of mouth
3. Referrals
4. Any other (Specify………………………………………)

Yes

No

If No, which procedure was followed? Please elaborate
briefly.
………………………………………………………………………………………………
…………………………………………………………………………………..
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Do you have an appointment
letter/contract/written and signed/binding
agreement with your employer?

203

Do you have a code of conduct? (Probe on the
key contents? What does it provide for about
sexual harassment?)
Does your company enforce non-discrimination
aspects of employment relationship? Tick on
the list as appropriate.

From the list of career opportunities below,
which ones are available and undertaken by
women and men in your company?
(Drivers, conductors, schedulers, fleet
managers, route inspectors, sales reps,
operations security, accountants, clerks,
others)
COMPENSATION AND REMUNERATION
204

301

How long have you been an operator in this
sector and company/SACCO?

What attracted you join the urban public
transport sector?

Is your salary/wages commensurate with the
work you do? Explain.

302
What are the terms of your contract, if any?

Yes
No
If No, please elaborate the possible reasons.
………………………………………………………………………………………………
……………………………………………………………………………………………….

1. Recruitment and hiring
2. Compensation (including wages and benefits)
3. Working conditions and terms of employment
4. Access to training
5. Promotion
6. Termination of employment
7. Retirement
8. Discipline
9. Maternity/paternity leave
Women
Men

Period in the public
transport
sector?...............Years/M
onths
1. Less than 1 year
2. 1-3 years
3. 3-5 years
4. 5-10 years
5. More than 10 years

Period the
company/SACCO…………………
…………Years/Months
1.
2.
3.
4.
5.

Less than 1 year
1-3 years
3-5 years
5-10 years
More than 10 years

1. Salary
2. Profession/skills
3. Urban transport sector (PT industry)
4. Friend
5. Near to home
6. Family business
7. Nothing special
8. Other
1. Yes
2. Somewhat Yes
3.
No.
Explain
………………………………………………………………………………………………
………………………………………………………………………………….........
1. Full-Time
2. Part-Time
3. Zero Hour
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What is your cumulative monthly salary in Kshs
(tick appropriately)?

1.<10,0
00

Mark as appropriate any other staff benefits
you enjoy at your company/SACCO.

2.1015k

3.1620k

4.21-25k

5.2630k

6.>30k

1. Career Development (access to training):
Specify…………….
2. Promotion………………
3. Family-friendly working environment (Flexible work
options and work–life balance)………………………
4. Paid leaves………………………
5. Maternity leaves………………
6. Compensation (including wages and benefits)………

WORKING CONDITIONS & LEVEL OF SATISFICATION
401

How many days do you work?

1.
2.
3.
4.
5.

1 day
2-3 days
5 days
6 days
7 days

How many hours do you work in a day?

Start Time
End Time

Weekdays
:
am/pm
:
am/pm

Saturday
: am/pm
: am/pm

Sunday
: am/pm
: am/pm

Which route do you ply? (Route # will be
answered.) Probe on the schedule of work.
Give at least three reasons which motivate you
to report to work every day e.g., prompt
compensation/daily wages.
402

How happy are you at your workplace/with
your work?

1.Unhappy

2.some
what
happy

3.happy

4.largel
y happy

5.satisfactori
ly happy

State the factors which contribute to your
level of happiness as indicated above, e.g.,
family-friendly working environment.

GENDER RESPONSIVENESS, EQUALITY, AND INCLUSION
501

Is your company/SACCO an equal opportunities
and non-discrimination employer?

1.Yes

2.No.

If no, which form of discrimination have you encountered?
1. Gender
2. Marital status
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3. Age
4. Race
5. Religion
6. Health (including HIV status)
7. Political affiliation
8.
502

As a transport operator, have you
suffered/been a victim of sexual harassment
while on duty, e.g., inappropriate verbal
communication, inappropriate touching,
uncomfortable looks and advances?

Have you heard/witnessed sexual harassment
in public transport, e.g., inappropriate verbal
communication, inappropriate touching,
uncomfortable looks?

What forms of Sexual Harassment have you
witnessed in the public transport sector?

1.Yes

Physical, mental and learning disabilities
2. No

If yes, probe on the following:
i. By whom (customer, colleague, supervisor or senior
manager)?
ii. Nature of harassment
iii. Is there a reporting mechanism?
iv. Did you report? (Yes, No)
1.Yes
2. No
If yes, probe on the following:
i. By whom (passenger, colleague, supervisor or senior
manager, any other)?
ii. Nature of harassment
iii. Is there a reporting mechanism?
iv. Was the incident reported? (Yes, No)
1. Indecent or suggestive remarks
2. Unwanted touching
3. Requests or demands for sex
4. Dissemination of pornography
5. Rape

Probe: Which route, how often, where, by
whom. Any action taken? (How? If not why?)

What can be helpful to change the situation?

503

Do you feel your company/employer values
gender equality and inclusion and other
sources of diversity?

Please provide options
1. More police at the station
2. Setting up CCTV
3. Reporting system
4. Awareness raising
5. No video inside matatu
6. Xxxs
7. Xxxs
8. Xxxxx
1.Not at all 2.Littl 3.modera 4.Large
te extent
extent
e
extent

Do women and men access equal opportunities
in recruitment, remuneration, retention, and
promotion in your company?

1.Yes
2.No.
Brief illustration of the response…………………………………
……………………………………………………………………………………

5.Very
large
extent
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504

505

506

Is your SACCO/company guided by a code of
conduct/rules?

Have you ever undergone a gender equality
and inclusion training (sensitization on sexual
harassment)?
Is this an area of interest to you?
What are the barriers/challenges and
facilitators/enabling factors for women to
become operators?

Highlight any provisions on non-discrimination in the
company code of conduct:
1..
2..
3..
1. Yes (If Yes,
No
when?)

Barriers

Facilitators

In your opinion, how can the sector be made
more rewarding and appealing to women?

-The EndThank you so much for your time and invaluable information.
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Transport is traditionally a male-dominated sector.
Considering that the transport sector is undoubtedly one of
the major drivers of a country’s economic development, an
excellent opportunity could open for Kenya’s transport sector
to further influence progress, especially for women and other
vulnerable and underrepresented population groups.
This is what Kenya’s Vision 2030, the country’s blueprint for
development, advocates for and is committed to enact. This
analytical study pursues the World Bank Group’s Gender
Strategy, aligns with the Africa region’s priorities, and
engages with the priority areas of the Government of Kenya’s
gender strategy developed in 2011. We anticipate that,
through sustained dialogue with the Government of Kenya,
an initial set of necessary actions will be chosen to support
the preparation of a gender-responsive transport system and
to promote the generation of equal opportunities for women
in Nairobi’s urban transport sector.
The study encompasses two independent analyses on mobility
and employment in urban transport for the Kenyan capital
context. Its findings are presented in this second volume
(Volume II: Employment) and separately in Volume I: Mobility.
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